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ABSTRACT 
Attendance in the workplace is becoming a growing challenge for companies or 
organisations in general. Non-attendance has become a world-wide or international 
problem. According to Banks, Patel and Moola (2012) it is a common problem in all 
types of industries, minor or large, private or government. South African 
organisations are losing estimated billions of rand in cost annually due to poor 
attendance. These costs are having a negative effect on organisations’ revenue, 
effectiveness, health and safety. A satisfactory level of employee attendance at work 
is necessary to allow departments within organisations to achieve their objectives 
and targets. Research suggests many factors which influence employee attendance 
and these are investigated, analysed and discussed within this study. 
The aim of the study was to attempt to improve attendance at an automotive 
manufacturing company by investigating the influences of certain elements, namely 
motivation, leadership (supportive), job satisfaction and rewards. The literature study 
was done to investigate the relationship between these factors and elements and 
attendance. Through research the realisation of the importance of controlling 
absenteeism has become very imminent. The literature review has shown that these 
factors are related to attendance, some of them influencing the tendency to attend 
work positively and others having a negative influence causing employees to be 
absent from work. The study also investigates some of the common possible 
reasons and motives for non-attendance. 
The empirical part of the study was to determine the perception of workers with 
regard to attendance. A convenience sampling method was used to select the 
respondents and the size of the sample consisted of 198 respondents. A researched 
and well-designed questionnaire was used to gather the data. The information was 
analysed with the latest statistics software package. Independent tests and analysis 
of various techniques were used to determine the statistical significant differences in 
the relationship between attendance and the elements with regard to employee 
perception.   
These perceptions were grouped in biographical categories, namely race, age, shop, 
service length, marital status, gender, income and the number of days absent in the 
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last three years. Through the study statistically no actual significant difference was 
found among these groups. 
The key findings within this study show that there are no significant relationships 
between the dependent variable (attendance) and the independent variables, 
(motivation, leadership, job satisfaction and rewards). This relation is highlighted by 
the statistical data which is discussed and analysed individually for this study 
The theoretical and practical implications of the findings are discussed and 
recommendations based on these findings are provided. 
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CHAPTER ONE 
1.1 INTRODUCTION 
According to Frooman, Mendelson and Murphy (2012) a regular worker in the USA is 
absent from the workplace 1.6 per cent of his or her planned work time. This 
amounts to about 400 million lost working days per year according to the Bureau of 
Labor Statistics, United States Department of Labor (2011). This is also in 
comparison to Great Britain where 175 million working days are lost due to 
absenteeism, costing the economy 32.8 billion euros per year and single companies 
about 841 euros per worker per annum. Further an estimated 1,268 euros per 
worker are lost in the Netherlands. Evidently, regulating worker non-attendance has 
become imperative for organisations if they want to continue to be competitive in the 
current markets globally.  
Khare and Chaudhary (2013), state that absenteeism is a world-wide or international 
problem. It is a common problem in all types of industries, minor or large, private or 
government. South African organisations are losing estimated billions of rand in cost 
annually due to poor attendance. These costs are having a negative effect on the 
organisation’s revenue, effectiveness, health and safety (Banks, Patel and Moola, 
2012).  
According to Pickworth (2013) one of the key causes of South Africa (SA) falling on 
the global competitiveness rankings is poor attendance or absenteeism, with SA 
dropping from 52nd to 53rd out of 148 countries since the previous year. On average 
3.7% South African workers are absent on sick leave on any specific day. In the 
period 2009 to 2012 a quarter of employees took their full legitimate allowance for 
sick leave, which amounts to 30 days in a three-year cycle. Attendance in the 
workplace is becoming a growing challenge for companies or organisations in 
general.  
Johnson, J. (n.d.) states that the acceptable level of sick absence is 1.5%, which 
means that on average an employee, could be off sick for 3.75 days in a 250-day 
working year. In most South African companies the absence rate is between 3.5% 
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and 6% overall which is not satisfactory. This all indicates with more reason that 
steps need to be taken to try and improve attendance at organisations. 
Benefits.org (2014) also specifies that a three per cent absentee allowance of the 
employment budget is common in many organisations. The allowance is centred on 
an average of eight working days lost per worker per annum. These averages should 
be frequently compared to the most recent standards as these differ from 
organisation to organisation.  
In defining attendance or absenteeism Narayan (2012) states that an employee’s 
presence at work during scheduled time can be defined as his or her work 
attendance. The failure to do so, is defined as being absent, relating to the term 
absenteeism. Absenteeism is defined as the failure of the employee to attend work 
when scheduled. According to Obasan (2011) poor attendance has become a 
serious problem for which there are no clear reasons.  
A satisfactory level of employee attendance at work is necessary to allow 
departments to achieve their objectives and targets. The two similar types of 
absenteeism which are explained are innocent absenteeism referring to being 
absent with a genuine reason and culpable absenteeism in which case employees 
are absent from work for being sick, but they are not really sick (Nisam, 2010).  
The study of Downes and Koekemoer (2011) had a look at work-life balance as one 
of the factors for improving attendance; it also gives an indication of better employee 
satisfaction and well-being, turnover, successful recruitment and retention, increased 
productivity and customer satisfaction. Substantial savings can materialise from 
effectively keeping absenteeism at an acceptable and controllable rate in the 
workplace (Obasan, 2011).  
In this case the normal benefits apply which is just the opposite of threats and risks 
to the organisation. Therefore it has become very important to reduce the rate of 
absenteeism, especially in a large manufacturing company. When looking at prior 
knowledge and general know-how, the benefits of good attendance include greater 
quality, increased productivity and lower spending or cost (Mona, Christa & Robert, 
1996).  
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This study attempted to identify the relationships between some factors influencing 
attendance and also to ascertain strategies to try and eliminate the culpable or 
unauthorised absence from work. Therefore an analysis of all the variables and 
literature on all these aspects was done to identify the impact of and the relationship 
between the independent variables and attendance of the organisation. Furthermore, 
the problem and sub-problem are discussed and analysed to enhance the total 
outcome of the study. 
1.2 PROBLEM STATEMENT 
According to Goldberg (2012) organisations are losing more than R12 billion 
annually due to poor attendance in South Africa. Statistics South Africa has revealed 
in 2000 that 0.7 million workers were absent from work. This was very little 
compared to the 397% leap it took up to 2012. In the private sector 9.2% of workers 
were absent for health reasons. 
Therefore the management of attendance has become serious for all businesses or 
companies, irrespective of their size and the industry. The impact that organisations 
feel with regard to efficiency, operations and cost effectiveness is huge. A large 
portion of absenteeism can be attributed to ill health absences (Goldberg, 2012). 
In South Africa non-attendance is more prevalent in factories and assembly plants 
among employees earning R5 000 or less per month. Corporate Absenteeism 
Management Solutions’ (CAMS) statistics on 60 South African organisations with 
more than 7 000 workers indicated that workers earning R5 000 and less monthly 
have a non-attendance rate of 2.3%. The study further showed that those workers 
with salaries of between R10 000 and R15 000 monthly had a non-attendance rate 
of 1.33%. The non-attendance rate is calculated by dividing the amount of days 
workers are absent by the amount of days the worker should have attended work 
over a period of one year (Camsolutions.co.za, 2014). 
Mayfield and Mayfield (2009) state that all non-attendance should not be generated 
as one and the same, indicating that some workers’ absences cannot be avoided, 
such as those due to serious illness, among others. These illnesses usually last 
longer than one or two days and are acknowledged as being over lengthy periods. 
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The study highlights research that shows an approximation of 52% of overall 
workers’ non-attendance that is mandatory in nature, such as stress, individual 
needs and prerogative mind-set. These incidents are usually associated to one or 
two-day events and are branded as “utility maximisation” or choice. This is seen to 
be the outcome of the person’s decision-making and essentially subjective to the 
person’s motivational conditions. This emphasises the fact that some instances of 
absence can be avoided. 
Avey, Patera and West (2006) have highlighted two types of non-attendance cases. 
The first is involuntary absence, which refers to those instances of absence that 
cannot be avoided such as physical or mental illness. The second defined as 
voluntary absence is a rationally preventable absence from the workplace such as 
vacations. This is the type of absenteeism that needs to be addressed or focussed 
on to improve attendance. 
According to Navarro and Bass (2006) there are diverse categories of leave that are 
associated with non-attendance of workers. These encompass short periods and 
long-standing incapacity, employees’ compensation, family responsibility leave, 
medical and military leave. The way in which this leave can take place, also 
complicates matters for those companies that do not have a secure grip on workers’ 
non-attendance. These companies may also not understand that numerous 
unscheduled incidents of absenteeism are not within these classifications. The 
duration of leave taken can be one type at a time, or multiple types of leave 
occurring sequentially, instantaneously or sporadically.  
The 2007 CCH Survey found that while 34% of persons call in sick to work at the last 
minute due to “personal illness”, 66% take time off to deal with personal or family 
matters. This can be seen in the graph below, illustrating the unscheduled 
absenteeism by comparing the 1995 data with 2007. The illustration here shows that 
personal illness has decreased and the “other” has increased. Interesting figures to 
look at are those of stress, entitlement mentality and personal need, which have 
increased while family issues have decreased (Cch.com, 2014).  
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Figure 1-1: Reasons for unscheduled absenteeism (Cch.com, 2014) 
Paul (2008) highlights that workers appear to reason that sick leave is a benefit 
which they are eligible to take just as their allowable annual leave. The same study 
shows that two out of three workers are absent from work while they are not really 
physically ill.  
Work attendance can be one of the core issues to consider when a competitive 
advantage needs to be gained over other motor manufacturing companies.  For this 
Eastern Cape motor manufacturing company to improve its attendance, ways need 
to be found to increase attendance. 
What are the factors contributing to low attendance? 
1.2.1 Sub-problem 
Sub-problem One 
What is the current attendance breakdown in levels? 
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This sub-problem is addressed through literature studies defining attendance and the 
different types of non-attendance. Attendance is also supported through a 
questionnaire which tried to determine the main reasons for non-attendance among 
employees and attendance levels (below 10 days, between 10 to 20 days and above 
20 days). 
Sub-problem Two 
What role does motivation play with regard to attendance? 
A literature study indicating the relationship between and impact of motivation on 
employee attendance addresses this sub-problem. Motivation and the impact on 
attendance are also supported by an empirical study and through a questionnaire 
which designated the impact of leadership style on employee attendance. 
Sub-problem Three 
What role does leadership style play with regard to attendance? 
This sub-problem is addressed through a literature study indicating the relationship 
between and impact of leadership style on employee attendance. It is also supported 
by an empirical study and through a questionnaire referring more to the supportive 
supervisor role. 
Sub-problem Four 
What role does job satisfaction play with regard to attendance? 
A literature study indicating the relationship between and impact of job satisfaction 
on employee attendance addresses this sub-problem. Job satisfaction and its impact 
on attendance are also supported by an empirical study and through a questionnaire. 
Sub-problem Five 
What role do rewards play with regard to attendance? 
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This sub-problem is addressed through a literature study indicating the relationship 
between and impact of rewards on employee attendance. Rewards versus 
attendance are also supported by an empirical study and through a questionnaire 
demonstrating its impact on attendance. 
The study of Barmase and Shukla (2013) indicates that there is no significant 
difference in the perception of attendance looking at gender, income differences, 
age, education levels and experience. The limitations of this study, however, show a 
small number of respondents, respondents were unwilling and it was conducted in a 
short period of time. This study in the Eastern Cape automotive company would 
attempt to improve this by using a much larger sample and try and enhance the 
willingness of respondents. 
The possible causes of unauthorised absenteeism may include genuine illness, 
working conditions, job demands, low wages, poor welfare facilities, and not having 
enough “official” leave (Narayan, 2012). Other possible reasons include transport 
and personal problems, low morale, job dissatisfaction, poor leadership and 
employees being bored in the same job (Barmase & Shukla, 2013). One other factor 
is work-related stress which can also lead to other health defects such as 
depression, anxiety, nervousness, fatigue, and cardiac diseases. 
A study done by Obasan (2011) on the relationship between absenteeism and job 
satisfaction shows that there is a link between the two variables. It however also 
indicates some other factors influencing attendance, which are directly linked to 
employee dissatisfaction. These include salaries, career advancement, working 
conditions, interest in their jobs and leadership fairness and style. 
Narayan (2012) mentions the relationship of low attendance linked to the nature of 
the company and the behaviour and attitude among employees and employers. It 
also concludes that applying the normal human resources processes and policies in 
a way to motivate employees, will lift their working morale and improve attendance. 
There is thus a great need to control and critically identify the reasons for 
absenteeism to create the correct organisational culture (Narayan, 2012). The 
shortcoming in this regard in this study is the fact that many of the suggestions and 
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solutions have already been implemented in the Eastern Cape motor company and 
therefore only its implementation and the current conditions can be compared. 
1.3 CONCEPTUAL FRAMEWORK 
1.3.1 Dependent variable 
A variable is something that can change such as a characteristic or value (Cherry, 
2014). A dependent variable refers to the variable that is being measured or 
experimented with. In this case attendance is the dependent variable. The result of 
improving attendance will be increasing volumes, lower cost, better quality and 
safety and greater overall efficiency. 
1.3.2 Independent variables 
An independent variable is the controlled or manipulated variable. In this case the 
independent variables are motivation, leadership style (supportive leadership), job 
satisfaction (including working conditions) and rewards. This study will attempt to 
relate these independent variables to the dependent variable.  
MOTIVATION
LEADERSHIP 
STYLE
JOB 
SATISFACTION
REMUNERATION
ATTENDANCE
 
Figure 1-2: Conceptual framework (Own construction) 
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In conclusion, it can therefore be seen that the implementation of these variables 
could have some positive results in the research on the attendance problem in the 
Eastern Cape motor manufacturing company.   
1.4 RESEARCH OBJECTIVES 
1.4.1 Primary objectives of the study 
The purpose of this study was to find ways of improving attendance by considering 
the connection of factors such as motivation, leadership methods, job satisfaction, 
and rewards on attendance in this particular Eastern Cape motor manufacturing 
company. The purpose was also to highlight through the literature review the findings 
and limitations of previous studies and to confirm which further research can be done 
with regard to this topic. 
1.4.2 Secondary objectives of the study 
To achieve the primary objectives the following secondary objectives had to be 
addressed: 
 To clarify the current attendance results. 
 To investigate the relationship of these factors to low attendance.  
 To determine whether there is a statistically significant relationship between 
attendance and motivation, leadership methods, job satisfaction and rewards. 
 To determine whether there are significant differences among employees based 
on some of their biographical characteristics (namely, occupational class, race, 
gender, marital status and job status) with regard to attendance. 
1.4.3 Research design 
In order to attain the above objectives the following research design 
objectives were pursued: 
 Conducting secondary literature review on the variables being 
exposed. 
 Constructing a questionnaire for the collection of empirical data. 
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 Testing the questionnaire with a pilot study. 
 Questionnaires to be distributed to the 200 randomly selected 
production operators from five different production areas.  
This study used a five-point Likert-type scale questionnaire. The 
questionnaires were distributed to the sample per area of the population 
after ethical clearance was obtained. The questionnaire was hand-
delivered to each area on different days. All respondents were assured of 
the confidentiality of their responses. 
 The data was captured in an Excel computer software programme 
 The data was analysed using the computer software package 
Statistica 11 and SPSS 22 
 Results were interpreted, conclusions drawn and recommendations 
made 
At the end of the study and after all information were gathered and analysed, the 
findings and recommendations will be discussed with management. 
1.5 THE NULL HYPOTHESIS 
The main objective of the study was to measure the relationship of the independent 
variables (motivation, leadership style, job satisfaction and rewards) to the 
dependent variable, attendance, and how it would impact on attendance. The 
following null hypotheses were formulated: 
 
H01: There is no significance between motivation and attendance 
 
H01: There is no significance between leadership style (supportive) and attendance 
 
H01: There is no significance between job satisfaction and attendance 
 
H01: There is no significance between rewards and attendance 
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1.6 METHODOLOGY OF THE STUDY 
1.6.1 Research paradigm 
The study was conducted in the quantitative paradigm, as the hypothesised 
relationships were statistically tested. A quantitative paradigm, is an analysis into a 
social or human problem, based on testing a theory composed of variables, 
measured with numbers, and analysed with statistical techniques, to conclude 
whether the predictive generalities of the theory hold true (Computing.dcu.ie, 2014). 
The descriptive statistic (means, percentages and standard deviations) of the 
participants’ responses were also analysed, reported and interpreted. 
1.6.2 The sample 
The research for this study was conducted in the motor manufacturing company in 
the Eastern Cape. The sample was based on a random sample of 200 shop floor 
operators from the five different production areas: press shop, body shop, paint 
shop, engine plant and final assembly areas. 
1.6.3 Sample design 
It is important for any research to select a sample. There are two types of sampling, 
namely probability and non-probability, with the difference being that non-probability 
sampling does not involve random selection (Trochim, 2002). The study used 
probability sampling because the questionnaires were given to operators that were 
randomly selected from the four different shifts and five different production areas.  
1.6.4 The measuring instruments 
Respondents were asked to indicate their opinion on each statement on a five-point 
Likert-type scale ranging from (1) strongly disagree to (5) strongly agree.  
1.7 OUTLINE OF THE CHAPTERS  
The study is divided into six chapters: 
Chapter 1: Research proposal/scope of the study 
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Chapter One is an introductory chapter presenting the problem statement, main 
problem, sub-problems and demarcation of the study. 
Chapter 2: Literature review 
Chapter Two provides the literature review for the study focusing on the dependent 
variable (attendance) and independent variables (motivation, leadership style, job 
satisfaction, working conditions and remuneration). 
Chapter 3: Theoretical model 
Chapter Three provides a theoretical model of the study, i.e. an integrated model of 
attendance. 
Chapter 4: Methodology 
Chapter Four provides an overview of the research methodology followed in the 
study outlining the research paradigm, sample of the study, measuring instrument 
development, pilot study and administration of the questionnaire. 
Chapter 5: Empirical results 
Chapter Five contains the results of the empirical study and interpretations.  
Chapter 6: Findings, conclusions and recommendations 
Chapter Six contains an overview of the final findings of the study, concluding 
remarks and recommendations for further research. 
1.8 CONCLUSION 
In this chapter the theoretical framework and the problem and sub-problems in the 
study were addressed. The main theories were demarcated. The importance of the 
topic was followed by an outline of the research study. 
The subsequent chapter will be devoted to the literature study. In Chapter Two the 
elements influencing attendance will be discussed. 
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CHAPTER TWO 
2 ELEMENTS INFLUENCING ATTENDANCE 
2.1 INTRODUCTION 
In Chapter One of this study the main and sub-problems were specified, the 
research was defined and perceptions applicable to the study were demarcated. The 
purpose of the study is to investigate the relationship between and impact of the 
independent variables on attendance in the workplace. This chapter also provides 
interpretations with regard to the nature of attendance, a definition of attendance, 
and the categorisation as well as the impact of non-attendance on the organisation. 
In this chapter an academic summary is presented of the relationship and impact of 
the independent variables on workplace attendance and factors that can improve 
workplace attendance are be described. 
2.2 DEFINING ATTENDANCE  
2.2.1 Attendance 
Heathfield (2014), states that attendance is the act or fact of presence at work. 
Attendance can also be seen as the total number of people present at work on a 
specific day. The failure of this happening is then seen as non-attendance or 
absenteeism. 
Prabhu (2013) defines non-attendance as the percentage of the number of 
manufacture shifts lost over the total quantity of production planned. This therefore 
indicates the number of shifts lost due to absence, as a percentage of the number of 
shifts planned to be worked. Non-attendance is seen as time lost by avoidable or 
unavoidable absence of workers.  
Non-attendance or absenteeism is when the employee fails to attend planned work 
(Mclean, 2005). According to Mclean (2005) there are two types of absenteeism, 
namely innocent and culpable absenteeism. Innocent absenteeism refers to 
employees not attending work due to genuine reasons and causes, such as illness 
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or family-related problems. Culpable absenteeism deals with employees staying 
away from work without any valid reason or cause. 
Banks et al. (2012) define absenteeism as absence when there is work organised. 
The two types of absenteeism described are voluntary and involuntary absenteeism. 
Where the worker has no influence or control with regard to the circumstances, the 
absence is seen as involuntary, such as illness. Voluntary absenteeism is seen as 
absence without authorisation or the worker is purely just avoiding to come to work.  
According to the South African labour guide, absence is not only not attending work, 
but includes being late, having extra-long breaks, leaving work early, false illness 
and unexplainable absences from the work station (Labourguide.co.za, 2014). All 
these occurrences add to absenteeism and the impact thereof on the company, 
business or organisation. 
Khare and Chaudhary (2013) explain that non-attendance equivalents to one single 
day missed at work. The article also concludes that the lack of attendance from a 
physical individual, when there is a social expectation to be there, is defined as 
absenteeism. 
Toolingu.com (2014), states that absence can be a range of routine non-attendances 
by a worker, which relates to a habitual absence from work. Jamil (2014) defines 
habitual absenteeism as the unlawful absence from work on a certain number of 
days per month over a period of half a year, adding that this happens for less than 
two days at a time but on a recurrent basis.  
Valencia and Gómez (2014) defines non-attendance as the failure of workers to be 
at the workplace for any not inevitable reason, such as illness, irrespective of its 
period or nature, as well as unfounded non-attendance for all or part of the workday.  
When analysing the definitions of non-attendance, the one fact is clear; there are 
instances of avoidance and those that can be avoided. The definitions also indicate 
that companies do not view the normal allowable annual leave, special leave, etc. as 
part of absenteeism. Organisations or companies allow for a percentage of 
absenteeism which includes absence from work for genuine reasons. One of the 
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above definitions indicates that all lost time due to absence from the workplace, such 
as late coming, extended breaks, etc., are also seen as a form of absenteeism. For 
the purpose of this study all forms of absenteeism are discussed, but emphasis is 
placed on absence from work for authorised and unauthorised reasons. In 
conclusion, absenteeism or non-attendance can be defined as the loss of work time 
due to employee absence from the workplace when work was planned. 
2.2.2 Impact of attendance on the workplace and the organisational performance 
According to Baker-McClearn, Greasley, Dale and Griffith (2010) absence from the 
workplace has been termed as a major loss in efficiency in industry. It is not only the 
company that bear the cost of non-attendance, but also the people in general 
through the cost of health facilities. The government also faces these losses through 
the loss of tax income due to employees’ absence and government supplied benefits 
used by those that are off sick. This indicates that poor attendance or non-
attendance has an impact on the organisation when looking at the financial aspect. 
Paul (2008) also indicates that the effect of non-attendance can be good or bad, 
depending on the area of concern. Other researchers looked at these impacts from a 
company point of view, but in those cases other areas were affected. This study 
highlights the effect on workers, their relatives, society, the company and the teams 
at work and provides in this regard a wider view of the influence of non-attendance. 
The table below highlights the areas of impact dividing these into negative and 
positive effects. 
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Table 2-1: Positive and negative impact of absenteeism (Paul, 2008) 
Table 2.1 indicates in line with the literature that cost (overtime, extra labour, etc.) 
and productivity create some of the impact that absenteeism has on the 
organisation. It further refers to the overall effect on the person, the co-worker and 
even the broader society. As the attending workers are influenced by those that are 
absent, the overall productivity is also negatively affected. The table also shows 
some positives, but more related to the individual and to a minimal extent the 
organisation.    
The financial impact is again seen in the study of Khare and Chaudhary (2013) who 
indicate that the lack of attendance results into disruption of work and an increase in 
labour cost. This leads to money being spent on hiring supplementary staff, a 
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decrease in productivity and if not checked, could cause an increase in 
disorderliness. Furthermore it is emphasised that good attendance could improve 
quality by every person attending to his or her job responsibility, which in turn means 
that absenteeism could also affect quality negatively. 
McDonough (2010) states that poor attendance lowers workplace morale, reduces 
team cohesion and decreases the commitment from both employee and employer. 
The impact has already been shown as loss of productivity and increase in cost for 
the organisation. The absence of the worker is also definitely connected to company 
turnover, because absence will eventually lead to the worker leaving the business. 
Benefits.org (2014) indicates that non-attendance has the following cost impacts on 
the organisation shown in Table 2.2.  
Factors Reason for cost 
1. Reduction in Productivity Workers may be carrying an additional load, or backup 
new or replacement staff 
 Workers may be required to train and orientate new or 
replacement workers 
 Staff self-esteem and employee service may suffer 
 
2. Monetary costs Overtime or agency cost for replacement workers 
 Cost of self-insured salary safety plans 
 Premium costs may rise for protected plans 
 
3. Organisational charges Time from personnel will be needed to acquire 
replacement employees or to re-assign the remaining 
workers 
 Time from staff is needed to uphold and regulate non-
attendance 
 
Table 2-2: Cost of absenteeism (Benefits.org, 2014) 
The above table also strengthens the negative impact of non-attendance as per 
Table 2.1 from Paul (2008). It also indicates the cost increase impact as well as a 
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decrease in productivity and even self-esteem of those who are present at work. The 
impact of absenteeism on the organisation or company is clearly shown in both 
tables and it is negative in terms of cost, productivity and impact on co-workers. 
A study by Cohen (2012) shows that absenteeism causes bottlenecks on the 
production line. This then brings a hold to the flow of normal production due to the 
fact that substitute workers take time to be able to work at the same speed. The 
effort and financial impact of non-attendance is thus not all that is compromised, but 
also the flow of daily production. This emphasises the decrease in productivity as 
explained in previous paragraphs. These findings are related to this study as the 
same type of environment is studied and analysed.  
From the literature above it is therefore clear that absenteeism has a negative effect 
on the organisation in terms of these main areas: 
 Cost 
 Productivity 
 Co-workers’ self-esteem (those that are present) 
In conclusion, the impact can also be seen reaching the families and society through 
the loss of earnings and the lack of productivity (Paul, 2008). 
2.2.3 Relationship between attendance and the organisation 
The above-mentioned paragraphs clearly indicate through the literature studies that 
there is a positive relationship between attendance and the organisation’s 
performance. This means when attendance increases, the performance of the 
organisation or company increases. With non-attendance productivity decreases, 
costs increase and even the production flow is disturbed. There is also an impact on 
the employees that are present, as they have to do more or even train the substitute 
workers (Cohen, 2012). 
Marsden and Moriconi (2010) maintain that through their study a considerable 
improvement was evident in cost saving by reducing absence in the just-in-time (JIT) 
service delivery related business. The study shows that substantial cost savings 
were achieved over three years targeting service and delivery quality. This exercise 
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showed in contrast with good attendance that a one percentage point increase in 
non-attendance caused the organisation to miss cost targets by £400 000 per year 
and to miss profitability objectives by £1.3 million a year at a time when yearly profits 
were £10 million. 
This clearly indicates that the better the attendance, the better the performance of 
the organisation would be. The impact of absenteeism is clearly affecting the overall 
performance of the organisation, financially and also from a people’s perspective. 
2.3 MOTIVATION 
2.3.1 Definitions 
The many definitions of motivation will be highlighted in this chapter. In the 
Learnersdictionary.com (2014) motivation is described as the power or stimulus for 
someone to do something, the drive behind someone’s actions. Furthermore it states 
that motivation is also the act of inspiring someone to do something.  
Motivation provides the energy or drive to a person by stimulating, supporting, and 
guiding the person on the way to achieve objectives or aims (Creech, 1995). 
Oraman (2011) describes motivation in two facets, firstly enhancing the working 
ability of employees by being more proficiently and successfully as seen by the 
management. The second facet as viewed by workers is permitting them to do their 
jobs in a way that suits them better and which also provides them with the necessary 
pleasure and sees to their needs. 
Work motivation as stated by Latham and Pinder (2005) is a set of very spirited 
influences that comes from within and beyond the person’s existence. These forces 
induce a certain way of performing work and they govern the form, way, strength, 
and length thereof. Therefore, motivation can be seen as a spiritual procedure 
following from the collaboration involving the person and the individual and that 
person’s current surroundings. 
According to Popa and Salanță (2013) there are workers within companies who 
always attempt to produce at their uppermost ability when it comes to their personal 
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performance, while others only do the bare minimum or only what is required of 
them. They state that this is due to the motivational force that drives them, clearly 
identifying two types of motivational drives through external influences 
(environmental forces) and internal influences (biological and individual energy 
forces).  
Achakul and Yolles (2013) describe motivation as a way of thinking that inspires a 
person’s behaviour. Furthermore the study indicates the existence of two different 
classes of motivation when it comes to doing work, namely intrinsic and extrinsic. 
Intrinsic motivation is described as motivation to do work for one’s own sake, 
because of own interest and engaging in a way to satisfy. This definition relates to 
Popa and Salanță (2013) who refer to it as internal influences. Extrinsic motivation, 
in contrast, is engaging in work in reply to something else than the work itself, such 
as rewards or recognition, referred to as external influences by Popa and Salanță 
(2013). 
Mirabela-Constanta and Maria-Madela (2011) define intrinsic motivation as the 
implementation of a job or doing work as an inherent fulfilment from performing to 
activity, rather than to an external or distinct outcome or result. Extrinsic motivation 
leads to an activity being performed to achieve some distinguishable result. The 
article also highlights the fact that the rewards of motivation can be divided in two 
classes, intrinsic or extrinsic rewards. 
This study aims to link the employee’s motivation to his or her work attendance. 
Therefore for the purpose of this study motivation can be described as the force or 
influence that drives workers to attend or not to attend work when scheduled. 
2.3.2 Different theories of motivation 
Lunenburg (2011) explains the need theories of motivation (Alderfer (1972), 
Herzberg (1968), Maslow (1970) and McClelland (1976)) which attempt to explain 
what motivates people in the workplace. He then highlights that Vroom’s theory of 
expectancy differs from these need theories, as it is more concerned with the 
intellectual experiences that feed into motivation and the way they relate to each 
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other. All these theories are discussed individually to later strengthen the study’s 
relationship or impact of attendance versus motivation. 
2.3.2.1 Herzberg’s theory  
Sledge, Miles and Coppage (2008) define Herzberg’s theory, also known as the two-
factor theory, as the fact that leaders could use motivating elements to inspire their 
workers to be satisfied and that there are other factors that could lead to 
dissatisfaction. The factors that could be considered as motivators are, for example, 
achievement, recognition, responsibility, personal growth, advancement and the 
work or task itself. The second is that leaders could reduce the factors that increase 
job dissatisfaction, which Herzberg calls the hygiene factors. These include policies 
and administration, supervision relationships, salaries, working conditions, status, 
security and the relationship among the workers themselves. Herzberg clearly states 
that satisfaction and dissatisfaction are not at different ends of the scale, but rather 
that job satisfaction could be seen as the lack of job dissatisfaction. 
The study above clearly shows the factors coming from within or stimulating the 
person internally, which in the definition of motivation are called intrinsic factors. The 
hygiene factors indicate the external influences and the external environment defined 
as the extrinsic factors.  
This study will focus on the extrinsic factors as they form part of the independent 
variables, but the intrinsic factors will also be considered as they refer to the attitude 
and motivation of workers, which are also part of the independent variables. 
2.3.2.2 Maslow’s theory 
Maslow's theory of motivation is founded on the notion that a person’s behaviour is 
governed by a limited amount of emergent essential needs which operate in a fixed 
sequence. The circumstance of shortfall or shortcoming can be defined as a need. 
This in essence means that people react, or behave in a certain manner, because of 
a need (Sengupta, 2011).  
According to Berl, Williamson and Powell (1984) Maslow indicates five classifications 
of needs that can act as motivators, namely physiological, safety and security, love 
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and belonging, self-esteem and self-actualisation, as demonstrated in the figure 
below. These general needs require satisfaction for a person to act unselfishly and to 
be able to move to the stage of self-actualisation. These are demonstrated in Figure 
2.1. 
 
Figure 2-1: Illustration of Maslow’s hierarchy of needs (Sengupta, 2011). 
For the purpose of this study the physiological and safety and security needs are 
analysed as they form part of the independent variables. The physiological aspects 
include elements such as food, drinks and the primary needs of blue-collar workers, 
which will be affected by losses when absent. The study would therefore be highly 
related as it refers to the manual labourers of the company. 
2.3.2.3 Alderfer’s needs theory 
According to Arnolds and Boshoff (2002) the theory of Alderfer states that a person 
is motivated by the three groups of core needs, namely existence, relatedness and 
growth desires. These are linked to the hierarchy of Maslow with existence linked to 
the basic needs (physiological and safety needs), the relatedness linked to the 
person’s need to preserve interpersonal relationships (love and belonging), and 
growth linked to the need for self-development (self-fulfilment and self-actualisation). 
This study highlights that the strength of this theory was that it was job specific and 
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theory reference was made to fringe benefits, relatedness to the needs of co-workers 
and their leaders and the growth need to satisfaction at work. These variables’ 
influence on job performance is however not clear in this study. 
Again it is clear that the needs for motivation in Alderfer’s theory are more related to 
the independent variables of this study as per the above-mentioned two theories.  
2.3.2.4 McClelland’s theory of needs 
As stated by Royle and Hall (2012) McClelland’s theory of needs refers to the 
motivation of a person which can be achieved from three basic drivers, namely 
achievement (accomplishment), affiliation (association) and power (control). The first 
driver, achievement, is described as the need to surpass with regard to some 
recognised values and principles. This is achieved when the person has realised his 
or her own purposes comparative to but also irrespective of the circumstances of 
others. Affiliation is the wish of the individual to have close and friendly relationships 
with others. The last driver is power which is the need to gain power over others, to 
influence others’ behaviour and their way of doing things. This therefore explains that 
a person needs to be part or feel part of something, through achievement, affiliation 
and power.  
For the purpose of this study this theory is linked more to intrinsic factors or the 
internal factors motivating the individual. This can be connected to employee 
motivation or attitude within the study.  
2.3.2.5 Vroom’s theory of expectancy  
According to Pousa and Mathieu (2010) Vroom’s expectancy theory is based on 
three factors that will lead to people being motivated towards certain behaviour. 
These are firstly the expectancy that the effort or behaviour will lead to a satisfactory 
performance, secondly the instrumentality that this performance will be rewarded 
and lastly, the valence of appeal by the rewarding which will be highly encouraging. 
This can be seen in figure below. 
Renko, Kroeck and Bullough (2012) also state that the expectancy theory foresees 
that a person will do things or tasks in a particular way expecting an outcome (e.g., 
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starting a firm will lead to financial success) and on the desirability of that outcome to 
the person (e.g., ‘‘Financial success is important for me’’). Simply put, the theory 
states that the actions of an individual are driven by expected consequences. 
 
Figure 2-2: Vroom’s theory of expectancy (Lunenburg, 2011) 
This illustrates that when the person has put in an effort the expectancy is for reward 
and the magnitude of the reward will influence the effort afterwards. For this study’s 
purposes the expectancy theory relates to remuneration, which is part of the 
independent variables.  
The theories of motivation have been discussed and the majority of the influencing 
factors of these theories are referring to the independent variables of the study. 
These theories can therefore be used and incorporated in the findings of this study.   
2.3.3 Employee motivation  
The Learnersdictionary.com (2014) defines motivation as the act to inspire someone 
to do something, while Sarong (2014) describes attitude as an inner emotion 
articulated by outward behaviour. Sarong (2014) further indicates that a person’s 
attitude would influence every action in the future. 
Țebeian (2012) states that employee motivation is a widely researched topic and 
workers’ satisfaction with their work, is linked towards their attitude towards their jobs 
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and the facets of daily life. There is a visibly adjacent interdependence between the 
amount of fulfilment and the motivation of workers, with the two working both ways.  
According to the study of Cho and Perry (2012) intrinsic motivation has a very 
significant drive towards employee attitude. Intrinsic motivation is characterised by 
the fact that workers are motivated without external rewards or recognition. It also 
works as the most dominant driver of employee attitudes and performance. It is also 
noted that although extrinsic motivation has an impact on employee attitude and 
satisfaction, its influence is not as huge as the effect of intrinsic motivation.  
Motivated employees have a positive impact on the growth, prosperity and 
productivity of the company. Therefore worker motivation and company efficiency 
are directly related. An employee fulfilled internally is a very productive and efficient 
worker (Manzoor, n.d.). 
From the above paragraphs it is therefore important to note that attitude is connected 
to motivation, and as already noted, it is bidirectional, meaning the one encourages 
the other. When a person is motivated, he or she has a positive attitude and it is 
easier to motivate someone with a positive attitude. 
The notable relationship between motivation and employee attitude is also through 
literature connected to each other and to the relationship with absenteeism. 
According to the above literature there is a clear relationship between motivation and 
non-attendance and this illustrates that motivation has an impact on workers’ ability 
or decision to attend work when scheduled.  
2.3.4 Impact of motivation on attendance 
Job motivation is defined as the extent to which a person psychologically identifies 
with his or her work or job. A study by Deery, Erwin, Iverson and Ambrose (1995) 
indicates that job motivation could have a negative influence on attendance. It also 
shows that there is sizeable opportunity to increase job motivation among manual 
assembly-line workers which will in turn reduce non-attendance. The workers with 
lower levels of job motivation and those that indicated that their desires were not 
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satisfied, are more probable to reveal higher tendencies to be absent (Deery et al., 
1995). 
The study of Deery et al. (1995) also highlights an explanation to absenteeism 
behaviour through an emotional viewpoint that appeals to the expectancy theory of 
employee motivation by Vroom. The workers are presumed to make judgments to 
maximise appreciated results. Specific and important focus is placed on the 
emotional responses of workers to the company and the working conditions and their 
intellectual choice not to be present at work. An assumption is made that these 
workers in general enter the company with predetermined direction, perceptions and 
outlooks. If the company does not adhere to these elements, non-attendance will be 
encouraged. 
 
Mayfield and Mayfield (2009) studied motivational language (the leader spoken 
communication) in correlation with non-attendance. This shows that motivational 
language considerably decreases non-attendance, but the two were found not to 
have a direct connection with each other, as employee attitude is seen as a 
mediator. The study does, however through the results, show that for every 10% rise 
in motivating language, a 2% reduction in employee absence could be assumed. 
This illustrates that even a minor enhancement in motivation could have a positive 
influence on the attendance of an organisation. 
The suggestion by the above literature is that the motivation levels of employees 
have an effect on their work attendance. There is also the indication that workers 
with low levels of motivation, are likely to have tendencies to be absent. The one 
mediating factor that also needs to be considered is that the attitude of the worker 
plays a role in him or her being motivated. From the literature it is clear that 
motivating the workforce through either intrinsic or extrinsic measures, could also 
improve the attendance of the company. 
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2.4  LEADERSHIP STYLE 
2.4.1 Defining leadership  
Shokane, Stanz and Slabbert (2004) define leadership as the procedure of 
influencing, motivating, supporting, facilitating and encouraging workers in search of 
organisational targets through the ways established by all the members of the 
company.  
The procedure through which there is interaction among the leaders and those 
reporting to them, and where the leader tries to influence the behaviour of those 
reporting to him or her in a way to reach company targets, is defined as leadership 
(Lo, Ramayah, Min and Songan, 2010). 
Hard and Jónsdóttir (2013) state that the manner in which one terms leadership is a 
key element to the success thereof. For some the definition is based on a position of 
an individual in a specific role with a definite responsibility. The definition of others 
indicates that the model or theory of leadership is something that can be passed by, 
given a chance. Some also describe leadership as a domination honour defined by 
sex, social position and capitalism. In total contrast to others, leadership is also 
described as comprising genuineness, honesty and organisation building. 
Leadership is defined by Keskes (2014) as the guiding or leading of a group or a 
team to be able to achieve a mutual objective. This includes guidance with regard to 
the relationships, interest and behaviours within the group. 
Yammarino (2013) attempts to combine all angles of the definition of leadership by 
describing it as a multi-level (person, group) leader-supporter collaboration 
procedure that happens in a specific condition where the leader (supervisor) and 
supporters (those direct reporting to the leader) share a drive (vision, mission) and 
jointly accomplish things (objectives) eagerly. 
For the purpose of this study on non-attendance, leadership can be defined as the 
leader’s (supervisor or manager) role in guiding the persons directing reporting to 
him or her in a way to minimise the absence from work or to achieve the objective of 
improved attendance. 
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2.4.2 Dimensions of leadership 
According to Budhiraja and Malhotra (2013) there are four dimensions within 
leadership that describe the term “leadership”. These dimensions are supportive, 
participative, group emphasis and work facilitation.  
 Supportive is defined as a manner of leading by enriching the particular value of 
somebody else’s emotional state. Through this dimension the leader ensures that 
the workers within his or her team are given enough resources and chances to 
accomplish a mutual goal. The individual welfare of each member of the group is 
realised. 
 Participative is described as a style that inspires those within the group to grow 
close and nourish common associations. Response and discussion form the base 
of this type of management style. 
 Goal emphasis is labelled as the activities that inspire an eagerness to achieve 
outstanding performance. The leadership style of being duty-orientated is very 
comparable to this dimension. 
 Work facilitation is the way that supports the achievement of goals by actions 
such as scheduling, organising and planning through providing means such as 
tools, materials and technical understanding. 
This study by Budhiraja and Malhotra (2013) comes with three leadership 
dimensional styles through the measures of perceived leadership style of House 
(1971a, b) and House and Dessler (1974). This measure classifies leadership style 
in three parts, namely instrumental, supportive and participative leadership 
dimensional style. For the purpose of this study, the dimensional leadership style of 
“supportive” is defined and discussed among other leadership styles. This is 
because the supportive leadership style fits the area of study where the operator 
reports to a supervisor and describes the situation and roles in a better way. 
2.4.3 Leadership styles 
According to Allen (2006) a certain approach in undertaking something where there 
are diverse methods of approaching the same task or problem, can be expressed as 
leadership style. 
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For the purpose of this study four leadership styles are highlighted, defined and 
discussed. These are transformational, supportive, transactional and laissez-faire or 
hands-off leadership (Webb, 2007).  
2.4.3.1 Transformational leadership 
According to Webb (2007) a transformational leader alters and inspires those who 
follow him or her. The leader does this through the establishment of a new 
exhilarating vision, inspiring them to move way above the interest of themselves for 
the sake of the company and to greater imperative requirements. The study further 
highlights five characteristics of a transformational leader:  
 Attributed charisma, which is having abundant energy, high assurance, strong 
view in personal beliefs, a strong need for influence and decisiveness.  
 Idealised influence encompasses factors such as showing belief, underlining 
trust, recognising personal morals with an importance on purpose, commitment 
and moral consequences of judgments.  
 Inspirational motivation comprises pronouncing an attractive image for the future, 
representing optimism, and speaking with interest and inspiration concerning 
things that must to be completed.  
 Intellectual stimulation deals with the creation of an atmosphere that induces 
those that follow to assess their attitudes and morals, as well as the technique 
with which they approach difficulties and social associations.  
 Individualised consideration includes identifying followers as persons, seeing 
their distinctive aptitudes, requirements, and determinations, listening 
considerately, and counselling and coaching others as unique persons (Webb, 
2007). 
The transformational leader therefore motivates and inspires the worker who reports 
to him or her. This type of leader also creates an atmosphere for workers to grow, 
coaches them and allows them to expand on their own. This leadership style has a 
very positive effect on workers and will create energy and an attitude that will 
enhance better performance. 
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2.4.3.2 Supportive leadership style  
Rafferty and Griffin (2006) describe a supportive leader as an individual who offers 
passionate, informational, influential and considerate support to subordinates. 
Nevertheless, this author specified that the utmost instinctive sense of communal 
care is emotional support, which provides sympathy, proof of liking, caring and 
listening. 
Angel (2012) states that the supportive leadership style guarantees that the leaders 
take an additional step to help dependents and confidently pursue their well-being. 
The supportive leadership style is more transformational, highlighting effectiveness. 
It is of course a biological and emotionally sensitive style and is particularly useful in 
conditions such as change. The supportive leadership style aids to shape and 
maintain actual interpersonal relations. 
Supportive leadership as defined by Muller, Maclean and Biggs 2009 are instances, 
communication, conducts and activities by supervision that empower employees to 
feel supported to work effectively, successfully and properly. Supportive leadership 
has before been acknowledged as one of the aspects that contribute positively to 
organisational environment. 
Schmidt, Loerbroks, Herr, Wilson, Jarczok, Litaker, Mauss, Bosch and Fischer 
(2013) perceive the supportive leadership style in theory as related to two broader 
leadership concepts:  
 One is the concept of employee orientation, which is one of the oldest known 
leadership research fields and is discussed in various modern leadership 
concepts such as, e.g., transformational leadership (subscale individual 
consideration).  
 The second is the principle of perceived justice as proposed by the organisational 
justice model, more specifically the interactional justice subcomponent, which 
explicitly deals with leadership behaviour. 
Simmons (2014) highlights nine behaviours that supportive leaders should work on: 
 Show acceptance and positive regard for others. 
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 Be polite and considerate, not arrogant and rude. 
 Treat each employee as an individual. 
 Remember important details about the person (such as his or her name). 
 Be patient and helpful when giving instructions or explanations. 
 Provide sympathy and support when the person is anxious or upset. 
 Express confidence in the person when there is a difficult task. 
 Provide assistance with the work when it is needed. 
 Be willing to help with personal problems. 
Chullen, Dunford, Angermeier, Boss and Boss (2009) clearly specify through the 
findings of the experimental proof that supportive supervision practices and 
enhanced work design can construct a dedicated, productive worker and decrease 
the incident of irregular employee behaviour. As the study involves operators, the 
main focus is on supportive leadership with regard to the worker and supervisor. 
2.4.3.3 Transactional leadership 
Webb (2007) describes transactional leaders as those who develop associations 
whereby the leader and those who follow exchange something with an equivalent 
value. These exchanges can be political, mental or cost-effective. Three 
characteristics are assigned to transactional leadership such as contingent reward, 
management-by-exception (active) and management-by-exception (passive).  
 Contingent reward is in exchange for the fruitful achievement of a task or 
obligations and an incentive is obtainable.  
 Management-by-exception (active) continuously observes an employee’s 
performance, watching for faults and taking corrective action if nonconformities or 
errors arise.  
 Management-by-exception (passive) only takes corrective action concerning the 
employees’ conduct when the employee’s performance drops below the 
reputable margin and the error is brought to the attention of the leader (Webb, 
2007). 
In this regard a transaction is required for engagement, which does not always 
create a positive and energetic atmosphere. It relates to a situation of “give and 
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take”, which refers to the leader only reacting when there has been good reaction 
from the workers. 
2.4.3.4 Laissez-faire or hands-off leadership 
The last style explained by Webb (2007) is the laissez-faire leadership style by which 
leaders offer neither positive nor negative responses, therefore refusing to offer 
personal interface or the way forward. Through this style the leader is just letting the 
employees perform their duties without intervention or instruction. 
2.4.4 Leadership styles’ impact on and relation to attendance 
Webb (2007) states through research results that a leader who is practical and 
inclined to rectify people and the leader who is detached and not dynamically 
involved with employees, nor supportive of individuals’ assistance of others, are 
likely to decrease a person’s motivation. This can lead to an increase in non-
attendance and a reduction in production for the company. The same study reveals 
that the application of the four leadership etiquettes, attributed charisma, 
knowledgeable encouragement, individual deliberation and depending rewards, can 
increase the individual’s level of motivation.  
A study by Lo et al. (2010) shows that the leadership style of a supervisor is related 
to the organisational commitment of his or her subordinates. It also indicates that 
there is experiential proof of the impact of the supervisor’s leadership style on the 
commitment of those who report to him or her. For the purpose of this study the 
relationship of commitment to attending work when scheduled, is taken into 
consideration here. If a worker is committed, the assumption here is that he or she 
will attend work regularly. 
Skakon, Nielsen, Borg, and Guzman (2010) describe the impact of leadership style 
on worker stress and well-being through a study on experiential research over 30 
years. In this study four styles are discussed and associated with workers’ stress and 
health. The first is the transformational leadership style which was found to be 
associated with workers’ stress to a small extent and related to positively affect 
workers’ health.  
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The second style, transactional leadership, had diverse results as some research 
indicated no noteworthy correlation, while others noted a positive association among 
transformational leadership and workers’ health, but the subcomponent of 
transactional leadership and management-by-exception showed a poor association 
to health (Skakon et al., 2010).  
With laissez-faire as third leadership style, the outcomes were also diverse, as some 
research failed to find any important correlation. The others indicated that laissez-
faire leadership related poorly to workers’ stress and emotional health. These 
literatures clearly indicated that transformational leadership equated to transactional 
and particularly laissez-faire leadership and conveyed a positive result. The fourth 
leadership style described as abusive showed a high level of worker burnout 
(Skakon et al., 2010). 
The study of Kelloway, Turner, Barling, and Loughlin (2012) indicates a positive 
association between transformational leadership and the emotional health of the 
worker. The study also points out that the development of transformational 
leadership would have an enhancing effect on workers’ emotional health. According 
to Ose (2005) mental or emotional factors related to the working circumstances of a 
worker are anticipated to determine whether a worker would attend work on any 
specific day. If through this study transformational leadership indicates a positive 
correlation with the emotional well-being of an employee, it is assumed that it would 
relate to non-attendance correspondingly, as a person’s health impacts on his or her 
work attendance.  
Chullen et al. (2009), state that according to social exchange theory, worker conduct 
is intensely influenced by the supportiveness of leaders. When workers detect that 
they receive support, trust and other obvious and imperceptible benefits from their 
leaders, they develop a responsibility to counter with suitable work attitudes and 
performance. Furthermore, the more relationships between supervisors and workers 
are grounded on related trust, loyalty, relational affect and respect for one another, 
the less probable employees are to display divergent behaviour.  
According to Schmidt et al. (2009) a supportive leadership style may affect health 
through several instruments. It is possible, for example, that supportive, empathic 
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leaders may be valuable to employees' health through their capability to respond to 
and decrease stressful circumstances in the workplace. Increasing evidence in 
recent findings supports the relationship between supportive leadership 
(consideration) and workers’ health or welfare and job satisfaction. Another potential 
instrument was suggested by Nielsen and colleagues who found intervention 
between transformational leadership behaviour and welfare through certain work 
interventions (role transparency, meaningfulness and opportunities for development). 
The literature on leadership style in general shows its impact on worker attendance. 
It also highlights the different styles of leadership and how these relate to 
attendance. Transformational leadership, for example, has a positive effect on the 
mental health of an employee, which would decrease non-attendance accordingly. It 
is also shown that transformational leadership conveys more positive results than 
transactional and more likely laissez-faire (non-interventionist) leadership. 
Furthermore it clearly indicates that a supportive leadership style influences the 
performance and behaviour of the workers positively.  
2.5 JOB SATISFACTION 
2.5.1 Definitions 
In the study of Xingkun and Weijie (2013) a few different definitions of job 
satisfaction are highlighted ranging from scholars who declare it as a positive feeling 
about a person’s work to workers’ response to what they receive from their job. In 
this specific study of Xingkun and Weijie (2013) job satisfaction is defined in what 
they call a natural way, namely the degree to which workers like their work. 
Liu, Mitchell, Lee, Holtom and Hinkin (2012) describe job satisfaction as an 
enjoyable or positive and passionate state of mind, caused by the appraisal of a 
person’s work done or work experience. Furthermore it is defined as the response of 
workers’ emotion towards their work. Therefore it can then be associated with the 
performance of the individual in his or her job function.  
According to Diestel, Wegge and Schmidt (2014) the broadly acknowledged 
definitions of the job satisfaction of a single person is the job-related attitude through 
which the person accesses different facets of his or her job that will be beneficial to 
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him or her. These include elements such as the manager or supervisor, development 
prospects, colleagues or fellow workers, working conditions and the company itself. 
This definition adds facets or factors that influence the worker’s satisfaction.  
Chhabra (2013) describes job satisfaction in an attitudinal way, which means it is 
related to or involves personal attitudes. It deals merely with the way a person feels 
about his or her work and the different facets thereof. A person can either be 
satisfied or dissatisfied with his or her job. The study also highlights a definition by 
Sousa-Poza and Sousa-Poza (2000) according to which a person has basic and 
general social desires and if these are fulfilled in their present circumstances, the 
person would be satisfied. 
The purpose of this study is to relate employee job satisfaction to work attendance. 
Therefore job satisfaction can be defined as the degree to which the worker’s 
attitude influences his or her satisfaction towards his or her job and the different 
aspects thereof. This is directly linked to his or her work attendance. 
2.5.2  Different concepts of job satisfaction 
A study by Worrell (2004) highlights three concepts to try and describe job 
satisfaction, namely the content, process and situational theories.  
2.5.2.1  Content theory 
The content theory explains that job satisfaction occurs when the needs of a person 
with regard to development and self-actualisation are met within his or her job. This 
theory is based in line with Maslow’s needs theory. According to Maslow the needs 
are set in a rational manner or order and the basic or lower needs must first be 
fulfilled before those at the higher level. The motivators are intrinsic aspects that 
influence fulfilment based on the achievement of higher level needs such as 
success, acknowledgment and the prospect for development.  
The Herzberg factors are extrinsic variables such as work environments, 
compensation and social relations which must be met to avoid dissatisfaction. The 
more development and achievement of higher level needs a certain occupation 
allows, the more probable the person is to report fulfilment with his or her work. 
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Fundamentally, the extrinsic features of the job, in relation to the ability of the job to 
fulfil the person’s higher needs, are what job satisfaction hinges on (Worrell, 2004). 
2.5.2.2 Process theory 
The second concept described as the process theory explains the magnitude by 
which the job meets the person’s prospects and beliefs. This theory suggests that an 
employee’s behaviour is selective to attain his or her desires. This correlates with the 
equity theory which emphasises the worker’s perception of how fairly he or she is 
treated in relation to other workers. Through Vroom’s theory it is noted that when a 
worker increases effort and performance, an expectancy of better compensation is 
created. Therefore if this expectancy is not met, the worker would be dissatisfied.  
2.5.2.3 Situational theory 
The third concept is situational theory which suggests that job satisfaction is created 
by how well the person’s personal features or company features interrelate. This 
theory is based on situational features (salary, management, working conditions, 
promotional prospects, and company guidelines that classically are considered by 
the worker before accepting the employment) and situational happenings 
subsequently to taking a job that may be perceptible or insubstantial, positive or 
negative. 
2.5.3 Job satisfaction impact on or relationship to attendance 
According to Drakopoulos and Grimani (2011) previous studies could not find any 
relationship between absenteeism and job satisfaction as variables and if there was 
any one, it was not strong. There have been proposals that non-attendance and job 
satisfaction are more strongly connected under certain circumstances, as in the case 
of manual workers. An inverse or contrary relationship between these two variables 
was found by many researchers dating back to the 1970s. This suggested that a 
worker would be absent if the work condition was painful or displeasing and that a 
detrimental workplace could cause absence, but this theory had very little 
experiential backing. This study indicated that a low level of job satisfaction was 
related to a rise in the amount and occurrence of injury absence.  
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Obasan (2011) indicates, in contrast to the above, that there is a positive or direct 
relationship between job satisfaction and absenteeism and that job satisfaction also 
has an impact on worker non-attendance. The study indicates that a happy worker 
would be less absent than an unhappy one and more productive to the company. 
Furthermore there are factors more closely associated with worker dissatisfaction 
which enhance non-attendance. 
A study by Ybema, Smulders and Bongers (2010), states that the relationship 
between non-attendance and job satisfaction is mutual, which means that the 
relationship is shared. This means that if job satisfaction decreases, the non-
attendance frequency would increase and if absenteeism increases job satisfaction 
would decrease. This study was one of the first to provide experiential proof 
indicating this shared relationship between non-attendance and job satisfaction.   
Ybema, Smulders and Bongers (2010) indicate through the findings of their study 
that dissatisfaction among individuals towards their work would more likely lead to 
these workers being absent. In the same sense it also indicates that workers 
frequently absent, will become more dissatisfied with their jobs. The individual’s 
dissatisfaction with his or her job has a more negative impact on his or her 
attendance which can be seen as one of the antecedents and consequences of 
employee absenteeism.   
According to Diestel, Wegge and Schmidt (2014) the relationship between non-
attendance and job satisfaction is more or less in line with the above study. Here 
again it is shown that dissatisfaction through external elements such as job 
conditions, career opportunities and the organisation itself, results in distinct non-
attendance. The study also highlights the fact that this is in line with the theories of 
Adams (1965) and Thibaut and Kelley (1959) which state that unhappy personnel 
decrease their investments when they experience an unhinged association with their 
organisation. 
Working conditions are linked to job satisfaction which in turn is linked to 
absenteeism in this study. Working conditions can therefore be defined as the 
physical and mental elements of the worker’s surroundings and working situation 
that influences his or her decision to attend work. 
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According to Ose 2005 an employee, who is physically tired or exhausted and 
cannot endure the mental stress at the workplace, is more likely to be absent then 
the employee who works in better quality working conditions. Both physical and 
mental factors and the working circumstances of a worker are anticipated to be 
effects that could determine whether a worker would attend work on any specific 
day. These factors can also cause both innocent and culpable non-attendance. The 
physical factors could also lead to injuries which in turn result in sick absence. The 
study indicates that if an employee is not compensated for insufficiencies in the 
working environment, it could lead to an increase in culpable or voluntary non-
attendance. 
The working career of an unhealthy employee could be prolonged by improved 
working surroundings and this could in turn increase the non-attendance level of the 
organisation, as they would be taking off sick in more cases. The less severe outlook 
on this situation is that an improved working environment would increase the well-
being effect on the existing employees and decrease the non-attendance rate (Ose, 
2005).  
The above literature indicates that working conditions have an impact on employee 
attendance. It also shows that this is more evident in the working environment of 
blue-collar workers who are doing physical and repetitive jobs. The literature 
confirms that good ergonomics in the workplaces of blue-collar workers improve 
attendance. 
Mirza, Maqbool and Riaz (2013) state through their study the effect of satisfied and 
dissatisfied workers in the workplace. This concept or theory within the framework 
includes different responses which provide an understanding of dissatisfaction. The 
types of categories of responses consist of exit, voice, loyalty and neglect. Table 2.3 
illustrates the different responses with corresponding behaviour. 
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Type of 
responses 
Type of behaviour 
Exit 
The exit response emphasises the behaviour of a person who 
would want to leave the company, as well as consider a new 
position along with resigning. 
Voice 
The voice response comprises actively and usefully trying to 
improve situations, as well as recommending improvements, 
deliberating difficulties with superiors and undertaking some forms 
of union activity. 
Loyalty 
The loyalty response states that the person would inactively, yet 
hopefully wait for the situation to get better, as well as standing up 
in a manner of speech for the company, believing that the company 
management would do the correct thing. 
Neglect 
The neglect response refers to a person who inactively permits the 
conditions to deteriorate leading to prolonged non-attendance or 
lateness, reduced efforts and more mistakes made.  
Figure 2-3: The impact of satisfied and dissatisfied employees on the workplace 
(Mirza, Maqbool and Riaz, 2013) 
The above literature shows that there is a positive or direct relationship or correlation 
between job satisfaction and non-attendance. This statement implies that if a worker 
is not satisfied at work, the tendency would be to not attend work. The literature also 
highlights that dissatisfaction or unhappiness has a negative effect on employee 
attendance. 
2.6 REWARDS 
This section deals with the literature study on the impact of rewards on attendance, 
as well as the relationship between rewards and attendance.  
2.6.1 Defining rewards  
Managementstudyguide.com (2014) defines worker remuneration as the reward or 
compensation that workers receive for their job performances. Remuneration 
40 | P a g e  
 
basically appeals to a worker to perform the job competently and successfully. Two 
types of remuneration methods are described, namely the time and piece rate 
methods. The time rate method refers to remuneration linked to the time the worker 
spends at work and a fixed predetermined amount is paid per hour, day, week or 
month, regardless of the amount of work produced. The piece rate method is 
remuneration paid with regard to the amount of units the worker produces and the 
salary is directly linked to the output. 
2.6.2 Remuneration strategies  
According to Sasknetwork.ca (2014) a remuneration strategy is a significant element 
of the total human resources strategy. The compensation plan can have a positive 
effect on the production and worker retention rates as it can increase worker 
fulfilment and motivation. It states that although a worker’s wages are deemed to be 
compensation, compensation is not only measured financially. There are a mixture of 
benefits and perks which can improve worker motivation and enhance results if 
these are linked to performance. . 
Looking at job satisfaction, motivation and commitment of employees in South Africa, 
a good compensation system could be the ultimate in achieving positive behaviours. 
A compensation system that varies to meet the needs of the employees and not a 
one size fit all approach is motivational. Companies should have a total reward 
system for salary and other rewards (Snelgar, Renard & Venter, 2013). The 
shortcoming of the implementation of this study is that this has not been possible in 
large manufacturing companies with unionised employees being part of the National 
Bargaining Forum (NBF) process. 
Bucklin and Dickinson (2001) highlight an alternative compensation system as a 
strategy to enhance performance, referring to a monetary incentive system. These 
incentives are divided into four classes. The first is based on the individual’s 
performance and an incentive is assumed. The second refers to incentives based on 
clearly indicated conducts and yields. The third states that if the required target is 
achieved the worker will obtain additional reimbursement. The last class pays the 
incentive as part of the workers’ paycheck, as shortly as conceivable after the 
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objectives are achieved. These incentives are usually offered in addition to the 
employee’s normal salary, if certain performance targets are met. 
2.6.3 Relationship between rewards and attendance 
Pfeifer (2010) states that earlier studies of non-attendance have recognised a 
negative association between remunerations and non-attendance as a substitution 
for labour effort. The study also highlights that non-attendance is at lower levels for 
workers at higher ranked levels and among those with a higher level of total 
(absolute) salaries. The impact of the relative salary contrary to this is more related 
to employees comparing their salaries to those of their co-workers. This relates to 
the equity theories that state that if an employee feels overpaid or underpaid, he or 
she would amend his work effort. This indicates that a higher relative salary would 
relate to an increase in effort from the employee, and as a result relate to less non-
attendance.  
In the study of Van Zyl (2010) the above association is further reiterated through the 
fact that the relation between remuneration gaps and labour productivity has been 
positive. The results show that an increase in effort can be expected from employees 
if the remuneration is linked to performance. This result is more based on highly-
skilled employees and would not have the same effect on the situation for normal 
unionised shop floor employees.   
Camsolutions.co.za (2014), states that normally greater non-attendance is positively 
related to the lower wage earners. This is because these workers have less 
accountabilities and monotonous and unsatisfying jobs. The professional or 
managerial workers have lower non-attendance levels then the labour-intensive 
workers as they have more pleasing or rewarding jobs. 
A study by Torre, Pelagatti and Solari (2014) indicates the relationship between a 
reward system and employee behaviour and its impact on the company’s 
performance. The article also looks at the influence of the pay policies on firm level 
non-attendance. All this relates to the equity or fairness theories, not only on the 
individual but also the organisational level. This relates to the study of Pfeifer (2010) 
as a negative association between remuneration and non-attendance using the 
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equity of the remuneration as a base. The study states that theorists principally 
agree that workers use non-attendance as one of the main strategies to decrease 
their efforts in reply to conditions of organisational unfairness. This relationship is 
further explained in the following paragraph relating to the effect of remuneration on 
attendance. 
2.6.4 Effect of rewards on attendance 
According to Deery et al. (1995) a worker will not attend work, if it is more beneficial 
regarding the cost to be absent compared to the cost to attend work. The 
assumption is that workers are utility-maximising persons whose choices on the 
wanted levels of salary, leisure and promise will affect the quantity of absence taken. 
According to the same study by economists, pay, fringe benefits and policy issues, 
are essential to clarify work attendance. Here they have indicated as an example 
that higher wages are related to lower absenteeism, attached to fringe benefits, 
operational times and lower levels of paid sick leave.  
According to Hirschfeld, Schmitt and Bedeian (2002) in their study on the correlation 
of job-content views and performance-reward anticipations with absenteeism, those 
workers who alleged restricted performance-incentive anticipation and who reflected 
their occupations to be either greater on skills diversity or task implication, were 
probably not attending work more often. This study was done among about 134 low 
wage clerical workers. Furthermore the connection between the skills variety and 
non-attendance suggests that the respondents may have used non-attendance as a 
way of making up for a supposed lack of extrinsic rewards not received in the 
workplace. Therefore the study also shows a tendency of absence with regard to low 
wage employees as per the preceding paragraph. 
Torre, Pelagatti and Solari (2014) state that the fairness of the compensation, rather 
than the compensation itself, influences the attendance of the workers. The results of 
the study show that both internal pay fairness (salary distribution or spreading within 
the company) and external pay fairness (salary discrepancies across companies) are 
applicable aspects in clarifying the level of non-attendance. The external pay 
fairness is related to lower levels of non-attendance and this relationship is 
strengthened when salary levels are enlightened by past worker performance. 
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Internal pay fairness presented a more compound association, indicating that labour-
intensive workers accounted more non-attendance to internal unfairness. This is 
more relative as this study was done on blue-collar workers. 
The above literature reveals that rewards have a negative impact on non-attendance 
of workers. This is further highlighted by the fact that labour-intensive workers rather 
seem to see that unfairness in compensation creates a negative effect on 
attendance. The fairness of rewards compared to co-workers or the amount of work 
to be done, rather than the compensation itself, has this negative impact on 
attendance.  
2.7 CONCLUSION 
In this chapter attendance as the dependent variable has firstly been defined and 
explained through previous literature. The types of absence have also been 
discussed and the impact of non-attendance at the workplace regarding the 
individual and the environment has been indicated. The impact of non-attendance on 
the organisational performance was also highlighted through various literatures.  
Furthermore in this chapter the independent variables of attendance have been 
described and clarified by means of the research and views or thoughts of previous 
literature. Detail of the relationship between or impact of the independent variable on 
the dependent variable has also been highlighted and discussed. The impact or 
relationship measurability determined the amount of discussion on the different 
independent variables. 
In the next chapter the research methodology of the study is displayed, highlighting 
the procedures that were used in this study. 
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CHAPTER THREE 
3 RESEARCH METHODS, PROCEDURES AND TECHNIQUES 
3.1 INTRODUCTION  
The preceding chapter outlined the applicable literature on the elements influencing 
attendance by defining and discussing the impact or relationship between the 
dependent variable, namely attendance, and the independent variables, which are 
motivation, leadership style (supportive leadership), job satisfaction (including 
working conditions) and rewards. 
The present chapter concentrates on the research procedure, which is conferred in 
associations of methods, sampling, the research instrument, data collection and 
analysis processes. 
Potgieter (2010) indicates that social science research hinges on the measurement, 
the analysis and the explanation of the numerical as well as the non-numerical 
information or evidence. Miller et al. (2011) indicates that the trademark of 
quantitative methods is their basis in systematic processes with the emphasis on 
evaluating the strength, consistency and generality of associations.  
According to Kothari (2004) there are various types of collective research methods 
found in literature, including descriptive and explanatory research. The research 
chosen for this study is based on a survey which falls under the categories of 
descriptive research. According to Piti (2010) descriptive research is basically 
evidence in character. Explanatory research is focussed towards exploring the 
relations between perceptions and occurrences. Kothari (2004) defines descriptive 
research as describing the current state of the situation or as things stand in the 
present. Typical of this method is that the academic has no control over the variables 
and can only report on what has occurred or what is currently happening. The next 
section will highlight the research method chosen which has allowed the researcher 
to achieve the purpose and objective of this study. 
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3.2 AIM OF THE STUDY  
The aim of the study was to improve attendance at a particular Eastern Cape motor 
manufacturing company by investigating the influence of elements such as 
motivation, leadership methods, job satisfaction, and rewards. The precise aims of 
the experimental study were to: 
 Measure current attendance and the amount of absence in three levels (below 10 
days, between 10 and 20 days and above 20 days). 
 Investigate the impact of the elements on attendance.  
 Determine whether there is a statistically significant relationship between 
attendance and these elements. 
 Determine the variance in understanding of good attendance among employees 
on the production floor. 
 Determine whether there are significant differences among employees based on 
their biographical characteristics (namely occupational class, race, gender, 
marital status and area of work) with regard to attendance. 
 Compile conclusions and recommendations based on the results of the study and 
present this to the human resources management. 
3.3 RESEARCH METHOD AND DESIGN  
According to Kothari (2004) research can be defined as the search for knowledge, or 
the scientific and methodical pursuit of evidence on an exact subject. Kothari (2004) 
identifies research as an “art of scientific investigation”. Venable and Baskerville 
(2012) declare that research methods recommend suitable means to collect and 
evaluate proof to support (or disprove) a suggested theory or concept. These have 
relics created by humans and have value when the task is addressed.  
According to Potgieter (2010) research is a methodical procedure of accumulating, 
evaluating and understanding information to improve our understanding of the 
phenomenon we are interested in. Many different research methods are known, but 
for this study a method was selected that suited the achievement of the objectives 
best. Two methods were considered for the study which was both the quantitative 
and qualitative research methods. 
46 | P a g e  
 
Kothari (2004) describes the qualitative approach as research concerned with the 
personal assessment of attitudes, opinions and behaviour. This research is linked to 
the investigator’s understandings and impressions. The results generated by 
qualitative research is usually non-quantitative or in a very complicated quantitative 
analysis format. The general practice used in this method focuses on group 
interviews, projective procedures and in-depth interviews. 
Barnham (2012) highlights that across a variety of diverse clients and market 
sectors, constantly more positive results were achieved with quantitative research 
methods. Potgieter (2010) describes quantitative research as the more formalised 
version. Quantitative research uses numbers and observations to measure human 
behaviour and does this through measurement and testing via a hypothesis based 
on samples of interpretations and statistical analysis of the information noted. 
For these reasons the quantitative research method was used for the determination 
of this study. 
3.4 THE POPULATION AND THE SAMPLE  
In this section the population and sample processes that were used in the study are 
discussed. Included are also the selection of the sample and the size of the sample. 
3.4.1 The population  
Potgieter (2010) highlights the fact that information or data is not normally acquired 
from the whole population, but rather a selection or a sample. The population is 
defined as the full number of subjects that follow a set of conditions. The target 
population of this study consisted of all the Eastern Cape based motor 
manufacturing company’s shop floor operators. The size of the target population was 
approximately 2010 workers. Table 3.1 provides an overview of the number of 
operators and the different areas in the population. 
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Working areas Total number of operators 
Press shop  198 
Body shop 605 
Paint shop 309 
Engine plant 192 
Assembly hall 706 
Total 2010 
Table 3-1: Total number of operators per area (Self constructed) 
From this population the sample was taken from each different area to be able to 
determine the impact or effects of the elements on attendance in all the different 
areas. 
3.4.2 The sampling method  
According to Paul (2008) when using the term sample it is taken for granted that an 
immediate population or universe exists. It is additionally termed as mentioning to all 
possible subjects who own the qualities in which the researcher is interested. 
Potgieter (2010) highlights the existence of two sampling methods, namely 
probability and non-probability sampling. Probability sampling described through 
random sampling suggests that any component or associate of the population can 
be included in the sample.  
Coldwell and Herbst (2004) state that probability sampling comprises simple random, 
systematic, stratified and cluster sampling. Non-probability sampling is more 
subjective as this includes suitability sampling as well as the self-selection of 
samples. The types of non-probability sampling are convenience, purposive and 
chain sampling. 
The probability sampling types are as follows: 
 Simple random sampling confirms that each component in the sampling frame 
has an equivalent chance of being selected. 
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 Systematic sampling is achieved by choosing a single element on a random 
basis and selecting further fundamental units at equally spaced intervals until the 
preferred amount of units are found. 
 Stratified sampling is achieved by individually choosing a detached simple 
random sampling from each population. The population can be separated into 
isolated groups established on features and variables. 
 Cluster sampling can group the population in clusters based on the proximity to 
each other. The sample is randomly chosen from the units in the cluster. 
The non-probability sampling types include: 
 Convenience sampling selects more suitable basic units from the population for 
the statement. This sampling type is normally dependable, inexpensive and easy 
to conduct. 
 Purposive sampling imitates to the criteria that the researcher would want to 
study. 
 Chain or snowball sampling identifies circumstances of interest from individuals 
who know other persons who would be good samples for the study or interviews. 
In this study as mentioned by Potgieter (2010) an impartial sample was chosen, 
where every affiliate of a population had an equal chance of being nominated in the 
sample. Therefore a convenience sampling method was chosen. 
3.4.3 The sample size  
Piti (2010) says that the size of the sample depends on the size of the population. 
The study also indicates that the smaller the population, the bigger the sample 
should be to have a satisfactory result. Potgieter (2010) highlights the same by 
indicating that the larger the population, the smaller the sample percentage should 
be to have satisfactory results. Furthermore the study indicates that well-
implemented sampling allows the researcher to measure variables on the smaller set 
of cases and to take a broad view of the results precisely to all cases.  
According to Potgieter (2010) the literature specifies that sample sizes of up to a 
minimum of 100 are regarded as statistically significant. Statistical necessities for the 
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employment of factor analysis prescribe a minimum of 100 responses in order to be 
effective. 
This study has a sample size of 200 operators from five different production areas in 
the Eastern Cape automotive manufacturing company. Table 3.2 shows the 
sampling size for each area. 
Working areas 
Total number of 
operators 
Sample size Percentage 
Press shop  198 20 10% 
Body shop 605 61 10% 
Paint shop 309 31 10% 
Engine plant 192 19 10% 
Assembly hall 706 71 10% 
Total 2010 202 10% 
 
Table 3-2: Sample size per area (Self constructed) 
3.5 DATA COLLECTION  
This section recognises and validates the choice of the data collection instrument 
and method employed in the empirical research. The design and structure of the 
research instrument is defined. 
3.5.1 Research instrument  
The researcher collected the data to be used for the study through a self-constructed 
questionnaire. Potgieter (2010) refers to a questionnaire as a tool for collecting data 
about attitudes, facts, views, ideas and state of mind. If the researcher knows what is 
needed and how to measure the variables, a questionnaire is a very proficient 
method of collecting information. Questionnaires can be administered personally, 
mailed or electronically distributed depending on the situation. The questionnaire for 
this study was a self-administered questionnaire. 
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3.5.2 Administration of the questionnaire  
The questionnaires were distributed to the sample per area of the population after 
ethical clearance was obtained. It was hand-delivered to each area on different days 
and on the afternoon shift, one area per day. These questionnaires were 
immediately returned to the researcher after the respondents completed them.  
3.5.3 Questionnaire structure and design  
According to Kothari (2004) the core of the survey is the questionnaire and therefore 
it should be created cautiously. The main facets of the study must be highlighted in 
the questionnaire through the broad form, question order, construction and the 
phrasing thereof. 
Potgieter (2010) highlights two types of question formats, namely open and closed 
questions. A closed question format is used to test an existence or nonexistence of a 
specific behaviour and an open question format is used to test views and the level of 
knowledge.  
This study had a closed question format, using a five-point Likert-type scale 
questionnaire ranging from one to five on the agreement format. It was a self-
administered questionnaire and hand-delivered to the subjects. All respondents were 
assured of the confidentiality of their responses. 
 The data was captured in an Excel computer software programme 
 The data was analysed using the computer software package 
Statistica 11 and SPSS 22 
 The results were interpreted and then conclusions were drawn 
After the completion of the study and all the information was gathered and analysed, 
certain recommendations will be provided to management. 
The questionnaire (refer to appendix A) was divided into the following sections: 
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Section A required demographical and biographical details containing information 
on race, age, workplace, length of service, marital status, gender, monthly income 
and absence record.  
Section B comprised questions relating to attendance.  
Section C comprised questions relating to the motivation of the workers. Internal 
work motivation items were used with a coefficient of 0.55 to 0.92 (fields, 2002). The 
internal work motivation as part of job satisfaction measure for the study for Munz et 
al. (1996) was measured at 0.67, indicating an acceptable reliability being above the 
0.50 measure and close to the 0.70 measure. 
Section D comprised questions relating to the supervisory support of the employees. 
The supervisory support questionnaire was used with a coefficient alpha of 0.93 
(Fields, 2002). The measure was to assess the employees’ perception of the extent 
to which they receive supervisory support in their job. The alpha was very high which 
indicates good reliability as being above the 0.70 measure. 
Section E comprised questions relating to the employees’ job satisfaction. The 
Minnesota Satisfaction questionnaire, as per Fields (2002) that measures general 
job satisfaction was used and the coefficient alpha value for the 20-item ranged from 
0.81 to 0.91. This measure indicates a very good reliability as it is above the 0.70 
measure. 
Section F comprised questions relating to rewards for the employees. For rewards 
the questionnaire including the rewards satisfaction item, with coefficient alpha of 
0.89 was used (Fields, 2002). This indicates a very good reliability and correlation as 
it is above the 0.70 measure. The survey was used to describe job facets such as 
pay, promotion and benefits among others.  
3.5.4 Pilot study 
A pilot study was done to improve the outcome of the study. The pilot study was 
applied to identify any glitches that could arise with regard to the survey and saved 
valuable time should there be problems that required to be corrected. The pilot 
questionnaire was hand-delivered to five operators and the same method used for 
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the questionnaire in the main research (Binks, 2011). The pilot study was conducted 
for the following reasons: 
 To see the amount of time the questionnaire would take to complete 
 To check for any uncertainty in the questions  
 To check if the instructions and questions were clear and brief 
 To check suitability of the questions 
 To ensure that respondents provided the answers and information required for 
the research 
A content and construct validity was deliberated in this study and this was supported 
by a pilot study questionnaire created, rigorously rendering to academic facets of the 
literature review. Secondly, it was supported by the fact that the questionnaire was 
subject to senior academic scrutiny as well as scrutiny from a person in a managerial 
position within the human resources department in the respective company. 
The feedback established from the pilot study, (such as the time taken, suitability 
and instructions), was used to enhance the questionnaire prior to it being distributed 
to the target group. The time taken on average per questionnaire was between 
seven to ten minutes during the pilot study. This allowed the researcher to determine 
that the tea break of the operators could not be used as its duration is only ten 
minutes. The questionnaire was therefore distributed for completion during the lunch 
break of 30 minutes.  
The content of the questionnaire, the questions and the instructions, was deemed in 
order as the questions were well-understood and completed as per the pilot 
questionnaires. The information required was provided through the pilot study 
questionnaires. From this the questionnaire was distributed for the rest of the study. 
3.6 VALIDITY AND RELIABILITY OF THE QUESTIONNAIRE  
3.6.1 Validity  
According to Mangqalaza (2012) validity states the degree to which the research 
results precisely replicate the singularities under study. A test is said to be lawful if it 
displays or measures what the investigator thinks or claims it does. There are 
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however always problems that arise, irrespective of the research design used. The 
core of validity therefore is whether the results attained are true, or whether a 
measure has accomplished its claims. Potgieter (2010) describes validity as being 
either content or construct. Construct validity refers to which degree the instrument 
measures the characteristic that cannot be openly detected, but must be concluded 
from the forms in people’s behaviour. Content validity refers to which amount a 
measurement is an illustrative sample of the content being measured. 
A content and construct validity was deliberated in this study and this is supported by 
a questionnaire created rigorously rendering to academic facets of the literature 
review. Secondly it is supported by the fact that the questionnaire was subject to 
senior academic scrutiny as well as scrutiny from the person in a managerial position 
within the human resources department in the respective company. 
3.6.2 Reliability  
Mangqalaza (2012) states that reliability has to do with the correctness and 
exactness of a measurement technique and the fact that the results could be 
scrutinised to be able to hold up to future research and to bear the same results. 
Potgieter (2010) suggests three ways to improve reliability: 
 The instrument should be administered in a consistent manner to be uniform. 
 Precise principles should be established to command the types of verdicts the 
research makes, when personal verdicts are essential. 
 Research helpers who are using the instrument should be well taught so that they 
find comparable outcomes. 
This study used a questionnaire that would support reliable quantitative research 
results. 
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SECTION Variable Cronbach Alpha 
Section B Attendance 0.56 
Section C Motivation 0.56 
Section D Leadership 0.94 
Section E Job Satisfaction 0.92 
Section F Rewards 0.64 
Table 3-3:  The Cronbach alphas from the study 
Table 3.3 indicates the Cronbach alpha values from the different sections within the 
questionnaire. Here it can be seen that the values for section B and C are 0.56 which 
although it is below 0.70 this indicates a very good reliability and it is acceptable 
because it is above the acceptable level of 0.50. Section D and E are above 0.90 
which indicates a very good reliability for these two sections, as the resource of 
these parts of the questionnaire shows. The last section is also acceptable as it is 
above 0.50 and very close to the 0.70 requirement for good reliability. The data can 
therefore be used for analysis as the reliability ranges from acceptable to very good.  
3.7 ETHICAL CONSIDERATIONS  
To be able to guarantee the participants of the study total confidentiality with regard 
to the information provided during the study, the researcher considered the following 
ethical issues. 
3.7.1 Permission to conduct the study  
The consent to conduct the study was requested from the establishments by means 
of written letters and appendix A and B contain the replicas of these letters of 
permission. Before the study was conducted, ethical protocol was followed. Ethical 
clearance and approval was also obtained from the Nelson Mandela Metropolitan 
University’s Business School. Permission to conduct the study at the participating 
organisation was obtained from the organisation’s Human Resources department. 
The research study was conducted after the permission was granted and the ethical 
clearance obtained.   . 
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3.7.2 Informed consent  
Firstly the purpose of the study was clearly explained to the participants and the right 
that the participants could withdraw at any stage was also clarified. The voluntary 
participation in the survey was also clarified with all participants. 
3.7.3 Confidentiality  
Potgieter (2010) describes confidentiality as the investigator’s administration of the 
data or information shared by those that participated in the survey. There was no link 
of any participant to any questionnaire, as respondents were requested to not submit 
any personal and/or identifying information when they completed the questionnaires. 
3.7.4 Anonymity  
According to Potgieter (2010) anonymity is the degree to which the message source 
is unknown or unspecified; therefore the more difficult it is to stipulate the source or 
the less one distinguishes about the source, the more anonymity is present. 
3.8 DATA ANALYSIS  
According to Kothari (2004) analysis is the calculation of certain tables or measures 
along with the examination for configurations of association that are among the data 
or information collections. The coding and analysing for this study were done with 
the aid of a statistician and supervisor.  
3.9 CONCLUSION 
This chapter deliberated the research methodology assumed for investigating the 
influence of elements such as motivation, leadership methods, job satisfaction and 
rewards on attendance. The study design, population and sampling procedures were 
described, and the data and data collection method were further defined as well. 
Chapter Five will be conferring the analysis and discussion of statistics obtained from 
the completed questionnaires. These results will be interpreted and conferred in the 
light of the literature review conducted in the study. 
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CHAPTER FOUR 
4 EMPIRICAL RESULTS 
4.1 INTRODUCTION  
This chapter presents the data analysis and interpretation of results. The empirical 
findings of the research project, data analysis and interpretation of results provide 
answers to sub-problems. The researcher collected data from the respondents using 
a well-thought-out survey, which had six sections: 
 Section A: Biographical information 
 Section B: Attendance 
 Section C: Motivation 
 Section D: Supervisory support/leadership 
 Section E: Job satisfaction 
 Section F: Rewards 
A total of 238 questionnaires were issued and 198 questionnaires were returned 
which amounts to a response rate of 83.9 per cent. 
The questions in Sections B to E were intended to survey the existing situation of 
attendance and the relationship of motivation, supervisory support, job satisfaction 
and rewards on attendance. Reporting on the results obtained from these sections 
assisted in resolving sub-problems two to five. 
The results from the sections were prepared in tables in the same order as in the 
questionnaire. Dr Jacques Pietersen from the Unit for Statistical Consultation at 
NMMU analysed the data using the software package Statistica version 9.0. 
Descriptive and inferential statistics such as frequencies, tables, percentages and 
correlation tests were used in the data analysis and summaries. Associations 
between variables were identified, using frequencies, the chi-square t-test and the 
analysis of variance (ANOVA) tests.  
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4.2 ANALYSIS AND INTERPRETATION OF RESULTS OF SECTION A 
This section reports on biographical information of the respondents who participated 
in the research. The biographical information collected covers various facets such as 
race, age, shop or work area, service length, marital status, gender, income and 
current absence. This permitted the investigator to obtain an understanding of the 
biographical configuration of the respondents. The information was cross-tabulated 
to offer extra data on the respondents and to increase the analysis of their insights of 
attendance. A summary of the results of the biographical information are presented 
in tables and graphs below. 
Race Frequency Per cent Valid per cent 
African 93 47.0 47.0 
Coloured 81 40.9 40.9 
White 24 12.1 12.1 
Total 198 100.0 100.0 
 
Table 4-1: Responses according to race 
 
Chart 4-1: Responses according to race 
From Table 4.1 and Chart 4.1 it can be detected that the majority of workers 
according to race that completed and returned the questionnaire were African 
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respondents consisting of a 47 per cent response rate. The next groups were 
Coloured respondents with 41 per cent and White respondents with a 12 per cent 
response rate. 
Age Frequency Per cent Valid per cent 
21-30 yrs. 14 7.1 7.1 
31-40 yrs. 106 53.5 53.8 
41-50 yrs. 62 31.3 31.5 
51-60 yrs. 13 6.6 6.6 
Over 60 2 1.0 1.0 
Total 197 99.5 100.0 
Missing system 1 0.5  
Total 198 100.0  
Table 4-2: Responses according to age 
 
Chart 4-2: Responses according to age 
Table 4.2 and Chart 4.2 indicate that the first group of respondents that took part in 
the survey were from the age group 21 to 30 years, forming a seven per cent 
response rate. The next age group was 31 to 40 years with 54 per cent, then age 
group 41 to 50 years with 31 per cent and the age group 51 to 60 with seven per 
cent. Lastly was the age group over 60 years with one per cent response rate. There 
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was a 0.5 per cent where the age group data was not filled in or the respondents did 
not complete that part of the questionnaire, but the graph only reflects the valid 
percentage. 
Work area Frequency Per cent Valid per cent 
Press shop 17 8.6 8.7 
Body shop 60 30.3 30.6 
Paint shop 31 15.7 15.8 
Engine plant 22 11.1 11.2 
Assembly 66 33.3 33.7 
Total 196 99.0 100.0 
Missing system 2 1.0  
Total 198 100.0  
Table 4-3: Responses according to work area 
 
Chart 4-3: Responses according to work area 
Table 4.3 and Chart 4.3 show that of the number of respondents that took part in the 
survey the majority was from the assembly area, forming a 34 per cent response 
rate. The next area was the body shop with 30 per cent, followed by the paint shop 
with 16 per cent and the engine plant with 11 per cent. The lowest response rate for 
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the work areas was the press shop with a nine per cent response rate. The response 
rate is almost in line with the number of the population of the areas, with the 
assembly having the highest amount of employees and the engine plant or press 
shop having the least amount of workers. There was 1.0 per cent where the work 
area data was not filled in or the respondents did not complete that part of the 
questionnaire, but the graph only reflects the valid percentage. 
Service length Frequency Per cent Valid per cent 
1-5 yrs. 5 2.5 2.6 
6-10 yrs. 45 22.7 23.2 
Above 10 yrs. 144 72.7 74.2 
Total 194 98.0 100.0 
Missing system 4 2.0  
Total 198 100.0  
Table 4-4: Responses according to length of service 
 
Chart 4-4: Responses according to length of service 
Table 4.4 and Chart 4.4 clearly show that the majority of the respondents, 74 per 
cent, have been employed for more than 10 years. The minority of respondents, 
three per cent, have been employed for less than five years and 23 per cent of the 
respondents between six and 10 years. From the table it can be noted that two per 
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cent of the questionnaires were not completed in this section, but the graph only 
reflects the valid percentage. 
Marital status Frequency Per cent Valid per cent 
Married 134 67.7 68.4 
Divorced 16 8.1 8.2 
Single 46 23.2 23.5 
Total 196 99.0 100.0 
Missing system 2 1.0  
Total 198 100.0  
Table 4-5: Responses according to marital status 
 
Chart 4-5: Responses according to marital status 
Table 4.5 and Chart 4.5 indicate that the majority of the respondents were married, 
namely 68 per cent, while 24 per cent were single and eight per cent divorced. From 
the table it can be noted that one per cent of the questionnaires were not completed 
in this section, but the graph only reflects the valid percentage. 
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Gender Frequency Per cent Valid per cent 
Male 178 89.9 90.4 
Female 19 9.6 9.6 
Total 197 99.5 100.0 
Missing system 1 0.5  
Total 198 100.0  
Table 4-6: Responses according to gender 
 
Chart 4-6: Responses according to gender 
From Table 4.6 and Chart 4.6 it can be observed that 178 finished questionnaires 
were from male respondents out of a total of 198 respondents that took part in the 
survey. Furthermore 19 finished questionnaires were from female respondents out of 
a total of 198 respondents. Figure 4.6 and Chart 4.6 show the response rate by 
gender, 90 per cent were male respondents and 10 per cent female. This result did 
not come as a surprise to the researcher as the majority of employees in the 
production division are male. From the table it can be noted that 0.5 per cent of the 
questionnaires were not completed in this section, but the graph only reflects the 
valid percentage. 
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Income Frequency Per cent Valid per cent 
Below R6 000 6 3.0 3.0 
R6 000 - R 10 000 90 45.5 45.7 
Above R 10 000 101 51.0 51.3 
Total 197 99.5 100.0 
Missing system 1 0.5  
Total 198 100.0  
Table 4-7: Responses according to income 
 
Chart 4-7: Responses according to income 
Table 4.7 and Chart 4.7 indicate that the majority of the operators’ income, 51 per 
cent, are above R10 000, 46 per cent earns between R6 000 and R10 000, with only 
three per cent of the workers receiving an income less than R6 000. From the table it 
can be noted that 0.5 per cent of the questionnaires were not completed in this 
section, but the graph only reflects the valid percentage. 
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Absence Frequency Per cent Valid per cent 
Below 10 days 94 47.5 49.0 
Between 10 - 20 days 68 34.3 35.4 
Above 20 days 30 15.2 15.6 
Total 192 97.0 100.0 
Missing system 6 3.0  
Total 198 100.0  
Table 4-8: Responses according to absence 
 
Chart 4-8: Responses according to absence 
Table 4.8 and Chart 4.8 show that the majority of the respondents, 49 per cent, have 
been absent below 10 days, 35 per cent have been absent for between 10 and 20 
days and 16 per cent of the respondents have been absent more than 20 days. From 
the table it can be noted that three per cent of the questionnaires were not 
completed in this section, but the graph only reflects the valid percentage. 
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4.3 ANALYSIS AND INTERPRETATION OF RESULTS OF SECTIONS B to F 
The following sections B to F describe the variables analysed in regard to improving 
attendance and it is divided into the sub-sections, namely attendance, motivation, 
leadership (supportive), job satisfaction and lastly rewards. Respondents were asked 
to rate each of the statements using a Likert-type scale. For each item respondents 
had to indicate whether they strongly agreed, agreed, were neutral, disagreed or 
strongly disagreed. Numerical values were assigned to enable quantitative analysis 
of the results. One was used for strongly agree, two for agree, three for neutral, four 
for disagree and five for strongly disagree.  
Correlation and reliability analysis were used to scrutinise the structure of the 
relationships between the variables and to authenticate sets of mutual fundamental 
proportions within the different sections. 
Reliability is defined as the degree to which measures are free from random error 
and the extent to which measures provide stable consistent scores. The Cronbach 
coefficient alpha test was performed for the items that were hypothetically expected 
to correlate with each other. A high alpha value, above 0.7, indicates that sample 
substances associate well within the area of items it should measure and it will be 
individually discussed in the sections below. 
The mean scores in the tables below are interpreted as per the scale below:  
 1.00 to 1.79 Very low 
 1.80 to 2.59 Low 
 2.60 to 3.40 Average 
 3.41 to 4.20 High 
 4.21 to 5.00 Very high 
4.3.1 Section B: Attendance 
In this section the factors around the possible reasons for non-attendance are 
addressed. The respondents were requested to show to which degree they believed 
each of the declarations to be used as a possible reason for non-attendance.  
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No. Attendance Valid N Mean Std.Dev. 
1 
When I am absent from work it is due to illness 
or an injury. 
198 4.60 0.89 
2 
When I am absent from work it is due to family 
responsibilities 
198 4.00 1.29 
3 
When I am absent from work it is due to 
financial problems 
198 1.54 0.96 
4 I experience travel problems to report to work 198 1.67 1.06 
5 
When I am absent from work it is due to 
problems in my marriage 
198 1.55 0.99 
6 
I accept my sick leave as an entitlement to my 
service conditions 
198 3.06 1.44 
Average Cronbach alpha = 0.56 / Average inter-item correlation = 0.19 
Table 4-9: Means and standard deviations for scores for attendance 
Table 4.9 indicates the means of these statements around the possible reasons for 
operators being absent from work. The mean for the first two statements are high to 
very high, being above four indicating responses with a tendency towards agreeing 
to the statements. Most of the respondents agreed that when they are absent from 
work it is due to illness or injury and due to family responsibility. The means of the 
three following statements are very low indicating the responses with a tendency to 
disagree with the statements. This shows that the majority of the respondents 
indicated that when they are absent it is not due to financial, travel or marriage 
problems. The mean of statement six is average, indicating a neutral position with 
regard to accepting sick leave as an entitlement of one’s service conditions.  
The standard deviation range is from 0.89 to 1.44 which shows that the spread in 
responses were relatively narrow, confirming little difference in responses with 
regard to the statements. The Cronbach alpha is 0.56 which is below 0.7 and the 
correlation is 0.19, which indicates that the items in this section do not correlate well 
within the domain of items it is supposed to measure. 
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Chart 4-9: Attendance 
The results of the factors with regard to attendance are visually shown in Chart 4.9 
indicating the percentages of responses. The chart clearly shows the tendency of 
agreement to the first two statements and the tendency of disagreement to the next 
three statements. The visual chart shows that 43 per cent of the respondents agreed 
with the sixth statement, 37 per cent disagreed, while only 20 per cent of the 
respondents were neutral with regard to this statement. This is also confirmed 
through having the highest standard deviation of 1.44.  
4.3.2 Section C: Motivation 
In this section the factors surrounding motivation refer to the intrinsic part as an 
independent variable of attendance. The respondents were requested to show to 
which degree they believed each of the declarations to be used as a possible cause 
of non-attendance. 
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No. Motivation Valid N Mean Std.Dev. 
1 
My opinion of myself goes up when I do this job 
well 
198 4.10 0.99 
2 
I feel a great sense of personal satisfaction when 
I do this job well 
198 4.31 0.91 
3 
I feel bad and unhappy when I discover that I 
have performed poorly on this job 
198 3.91 1.18 
4 
My own feelings generally are affected much one 
way or the other by how well I do on this job. 
198 3.67 1.04 
Average Cronbach alpha = 0.56 / Average inter-item correlation = 0.25 
Table 4-10: Means and standard deviations for scores for motivation 
Table 4.10 indicates the means of these statements surrounding the independent 
variable of motivation. The table specifies the mean scores to be high to very high for 
all the statements, showing a tendency by the respondents towards agreeing with 
the statements. This brings forth the clear indication that these statements towards 
motivation, especially through their own doing, are well accepted and agreed upon 
by the respondents. Statement two, referring to sense of personal satisfaction when 
doing one’s job well has the highest mean, indicating the intrinsic motivation element 
as the highest percentage agreement by the respondents. The average mean for this 
section is 3.99 showing it as having a high tendency towards agreement.  
The standard deviation ranged from 0.91 to 1.18 indicating a tendency towards 
agreement to the statements as the spread is very narrow. The Cronbach alpha is 
0.56 which is below 0.7 and the correlation is 0.25, slightly better than section B, but 
still indicating that the items in this section do not correlate well within the domain of 
items they are supposed to measure. 
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Chart 4-10: Motivation 
Chart 4.10 clearly shows the tendency towards agreement for all the statements. 
The visual chart shows that all four the statement percentages are above 60 per cent 
and the highest one is 84 per cent, indicating the tendency towards agreement. This 
clearly indicates the second statement being the highest with regard to agreement. 
4.3.3 Section D: Leadership (supportive) 
In this section the leadership element results, referring to the supportive element 
thereof, are indicated as an independent variable of attendance. The influences of 
the leadership support the operators receive from there direct supervision were 
measured. The respondents were requested to show to which degree they believed 
each of the declarations to be used as a possible cause of non-attendance. 
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No. Leadership (supportive) Valid N Mean Std.Dev. 
1 
My supervisor takes the time to learn about my 
career goals and aspirations 
198 2.94 1.25 
2 
My supervisor cares about whether or not I achieve 
my goals 
198 3.17 1.21 
3 
My supervisor keeps me informed about different 
career opportunities for me in the organisation 
198 2.81 1.25 
4 
My supervisor makes sure I get the credit when I 
accomplish something substantial on the job 
198 3.35 1.34 
5 
My supervisor gives me helpful feedback about my 
performance 
198 3.73 1.15 
6 
My supervisor gives me helpful advice about 
improving my performance when I need it 
198 3.61 1.12 
7 
My supervisor supports my attempts to acquire 
additional training or education to further my career 
198 3.36 1.25 
8 
My supervisor provides assignments that give me 
the opportunity to develop and strengthen new skills 
198 2.84 1.19 
9 
My supervisor assigns me special projects that 
increase my visibility in the organisation 
198 2.91 1.28 
Average Cronbach alpha = 0.94 / Average inter-item correlation = 0.63 
Table 4-11: Means and standard deviations for scores for leadership (supportive) 
Table 4.11 shows that most of the mean scores for leadership are average, with only 
two statements being high. The statements referring to statement five (my supervisor 
gives me helpful feedback about my performance) and statement six (my supervisor 
gives me helpful advice about my performance when I need it), show high mean 
scores indicating agreement in the responses. The other statements indicate mean 
scores above three, but are classified as average, indicating neutral to agreement on 
these statements. Statement eight (my supervisor assigns special projects that 
increase my visibility in the organisation) shows the lowest mean score of 2.84. The 
average mean for this section is 3.19 classified as average, indicating a tendency to 
neutral.  
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The standard deviation is from 1.12 to 1.34 indicating a narrow spread, therefore 
showing small deviation in the responses. The Cronbach alpha is 0.94 which is 
above 0.7 and the correlation is 0.63, better than sections B and C, indicating that 
the items in this section do correlate well within the domain of items they are 
supposed to measure. 
 
Chart 4-11: Leadership (Supportive) 
Chart 4.11 indicates the tendency towards agreement for statements five and six 
with high percentages of 67 per cent and 59 per cent respectively. It can be clearly 
seen in the visual chart that some of the average rated statements have indeed a 
higher percentage in agreement with statements two, four and seven being more on 
the “agree” side in percentage. This averages out with statements eight and nine 
which have the opposite effect.  Therefore an average mean of 3.19 can be seen. 
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4.3.4 Section E: Job satisfaction 
In this section the job satisfaction element results refer to how satisfied the operators 
are with these aspects of their jobs. The respondents were requested to show to 
which degree they believed each of the declarations to be used as a possible cause 
of non-attendance. 
No. Job satisfaction Valid N Mean Std.Dev. 
1 The chance to work alone on the job 198 3.91 1.03 
2 The chance to do different things from time to time 198 3.65 1.16 
3 The chance to be “somebody” in the community 198 3.66 1.04 
4 The way my boss handles his employees 198 3.25 1.20 
5 
The competence of my supervisor in making 
decisions 
198 3.66 1.02 
6 
Being able to do things that don’t go against my 
conscience 
198 3.60 1.04 
7 They way my job provides for steady employment 198 3.82 1.01 
8 The chance to do things for other people 198 3.83 1.00 
9 The chance to tell people what to do 198 3.76 1.04 
10 
The chance to do something that makes use of my 
abilities 
198 3.89 1.14 
11 The way the company policies are put into practice 198 3.09 1.21 
12 They pay and the amount of work that I do 198 2.84 1.32 
13 The chance for advancement on this job 198 2.74 1.25 
14 The freedom to use my own judgment 198 3.29 1.30 
15 The chance to try my own methods of doing the job 198 3.33 1.24 
16 The working conditions 198 3.24 1.21 
17 The way my co-workers get along with each other 198 3.74 1.10 
18 The praise I get for doing a good job 198 3.36 1.24 
19 The feeling of accomplishment I get from the job 198 3.57 1.13 
20 Being able to keep busy all the time 198 3.81 0.93 
Average Cronbach alpha = 0.92 / Average inter-item correlation = 0.36 
Table 4-12: Means and standard deviations for scores for job satisfaction 
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Table 4.12 shows average and high mean scores. The table indicates 12 of the 
statements having high mean scores, with the highest score being 3.91, statement 
one, the chance to work alone on the job. This shows a tendency towards agreement 
or in this case satisfaction towards these aspects of the job. The other eight 
statements indicate average rated mean scores, with the lowest score being 2.74. 
This shows a neutral or in this case that the respondent “can’t decide if satisfied or 
not”. The average mean score for this section is 3.50. This indicates a high mean 
score which shows a tendency towards agreeing to the statements or towards 
satisfaction with these aspects of the job.  
The standard deviation is from 0.93 to 1.32 indicating a narrow spread, therefore 
showing small deviation in the responses. The Cronbach alpha is 0.92 which is 
above 0.7 and the correlation is 0.36, almost similar to sections D, indicating that the 
items in this section do correlate well within the domain of items they are supposed 
to measure. 
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Chart 4-12: Job satisfaction 
Chart 4.12 clearly indicates the tendency of satisfaction to the statements, with only 
two statements showing a majority percentage on the dissatisfaction side. These two 
are “the pay and the amount of work that I do” and “the chance for advancement on 
this job” which have a majority of negative responses. The highest percentage is 
linked to the statement on “the chance to work alone on the job”, equal with “the 
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chance to do something that makes use of my abilities”. The lowest is “the chance 
for advancement on this job”.  
4.3.5 Section F: Rewards 
In this section the rewards element results refer to how satisfied the operators are 
with the current rewards. The respondents were requested to show to which degree 
they believed each of the declarations to be used as a possible cause of non-
attendance. 
No. Rewards Valid N Mean Std.Dev. 
1 My income is adequate for normal expenses. 198 2.61 1.28 
2 I am inadequately paid as per the job I perform. 198 3.05 1.25 
3 I believe I am underpaid for the tasks I perform. 198 3.12 1.36 
4 
I believe I am unfairly paid in relation to my               
co-workers. 198 2.80 1.25 
5 The annual increase is sufficient. 198 2.52 1.23 
6 The current performance bonus scheme is effective. 198 2.78 1.25 
7 
When I do a good job, I receive the recognition for it 
that I should receive. 198 2.65 1.22 
8 
I feel that I am fairly paid for what I contribute to my 
organisation. 198 2.62 1.17 
Average Cronbach alpha = 0.64 / Average inter-item correlation = 0.21 
Table 4-13: Means and standard deviations for scores for rewards 
Table 4.13 shows that the mean scores are average, with only one statement 
showing a low mean score. This points out that in this section the responses have a 
tendency towards neutral and towards disagreement. The lowest score indicates to 
be on statement five that the annual increase is sufficient. This confirms that the 
operators do not see their annual increase as enough. The highest mean score is 
statement three which indicates a negative or reverse response to “I believe I am 
underpaid for the task I perform”. This shows that the respondents do not believe 
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that their reward and tasks performed are aligned. The average mean for this section 
is 2.75, which shows responses with a tendency towards neutral and disagreement.  
The standard deviation is from 1.17 to 1.36 indicating a narrow spread, therefore 
showing a small deviation in the responses. The Cronbach alpha is 0.64 which is 
above 0.7 and the correlation is 0.21, slightly better than section B, but still indicating 
that the items in this section do not correlate well within the domain of items they are 
supposed to measure. Statement two had to be removed in the statistical analysis to 
improve the Cronbach alpha and that also improved the correlation slightly.  
 
Chart 4-13: Rewards 
Chart 4.13 visibly indicates a tendency of the responses towards being neutral and 
to a certain degree, disagreement to the statements. The third statement shows a 44 
per cent agreement and is negatively asked while the respondents are also in 
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disagreement with this statement. This means that the respondents believe that the 
rewards that they earn are not enough for the task that they are performing.  
4.4 RELATING DEPENDENT VARIABLES TO INDEPENDENT VARIABLES 
In the next stage of the analysis the dependent variable was related to the 
independent variables. Section B was the attendance as the variable could not be 
used due to the low correlation between items. From section A the responses 
according to absence was used as the dependent variable measure. The amount of 
days absent as per section A number eight of the questionnaire was therefore used 
(less than 10 days, between 10 and 20 days and above 20 days). The variables 
were cross tabulated with the different shops and the ages of respondents.   
4.4.1 Chi-squared tests 
When the data for both variables is categorical of nature, chi-squared tests are used. 
Findings that indicate significant relationships will be discussed below. 
4.4.1.1 Relationship between attendance and motivations 
 
Table 4-14: Cross-tabulation and chi-squared test of amount of days absent and 
motivation 
Motivation_cat Absent Absent Absent Row 
Below 10 days Between 10 - 20 days Above 20 days Totals 
Low 2 4 1 7 
column % 2.13% 5.88% 3.33% 
Average 15 8 6 29 
column % 15.96% 11.76% 20.00% 
High 33 27 10 70 
column % 35.11% 39.71% 33.33% 
Very high 44 29 13 86 
column % 46.81% 42.65% 43.33% 
Totals 94 68 30 192 
Chi-square 3.05 df=6 p=0.80225 
(Relationship not statistically significant (p > 0.05)) 
Two-way summary table: Observed frequencies 
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Table 4.14 indicates that although the percentages for the three levels of absence 
show some differences, these were not statistically significant at the 3% level (chi 
squared=3.05; df=6; p=0.80225). This indicates that between the different levels of 
absence there are no significant differences in the motivation levels. The amount of 
days of absence does not statistically show a difference in motivation. 
4.4.1.2 Relationship between attendance and leadership 
 
Table 4-15: Cross-tabulation and chi-squared test of amount of days absent and 
leadership 
Table 4.15 again indicates that even though the percentages for the three levels of 
non-attendance show some differences, these were not statistically significant at the 
7.84% level (chi squared=7.84; df=8; p=0.44939). This shows statistically that the 
leadership support does not have any significant effect on the amount of different 
absence levels. The amount of days of absence does not statistically show a 
difference in leadership support. 
 
Sup_Supp_cat 
Leadership 
Absent Absent Absent Row 
Below 10 days Between 10 - 20 days Above 20 days Totals 
Very low 15 6 3 24 
column % 15.96% 8.82% 10.00% 
Low 11 11 5 27 
column % 11.70% 16.18% 16.67% 
Average 27 20 7 54 
column % 28.72% 29.41% 23.33% 
High 29 20 6 55 
column % 30.85% 29.41% 20.00% 
Very high 12 11 9 32 
column % 12.77% 16.18% 30.00% 
Totals 94 68 30 192 
Chi-square 7.84 df=8 p=0.44939 
(Relationship not statistically significant (p > 0.05)) 
Two-way summary table: Observed frequencies  
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4.4.1.3 Relationship between attendance and job satisfaction 
 
Table 4-16: Cross-tabulation and chi-squared test of amount of days absent and job 
satisfaction 
Table 4.16 shows that although the percentages for the three levels of absence 
show some differences, these differences were not statistically significant at the 
6.91% level (chi squared= 6.91; df=8; p=0.54599). This shows that among the 
different levels of absence there are no significant differences in the satisfaction 
levels with the different aspects of the job. The amount of days of absence does not 
statistically show a difference in job satisfaction. 
 
 
 
 
 
JobSat_cat Absent Absent Absent Row 
Below 10 days Between 10 - 20 days Above 20 days Totals 
Very low 1 1 0 2 
column % 1.06% 1.47% 0.00% 
Low 11 2 4 17 
column % 11.70% 2.94% 13.33% 
Average 27 26 7 60 
column % 28.72% 38.24% 23.33% 
High 43 31 14 88 
column % 45.74% 45.59% 46.67% 
Very high 12 8 5 25 
column % 12.77% 11.76% 16.67% 
Totals 94 68 30 192 
Chi-square 6.91 df=8 p=0.54599 
(Relationship not statistically significant (p > 0.05)) 
Two-way summary table: Observed frequencies 
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4.4.1.4 Relationship between attendance and rewards 
 
Table 4-17: Cross-tabulation and chi-squared test of amount of days absent and 
rewards 
Table 4.17 again indicates that even though the percentages for the three levels of 
non-attendance show some differences, these were not statistically significant at 
the7.69% level (chi squared=7.69; df=8; p=0.46468). This shows statistically that 
rewards do not have any significant effect on the amount of different absence levels. 
The amount of days of absence does not statistically show a difference with regards 
to rewards.  
4.4.2 ANOVA tests 
The relationship between the dependent and independent variables was tested using 
Anova. This tests whether the mean scores on the independent variables (factors) 
are different or similar for the three different absence groups (absent less than 10 
days, absent between 10 and 20 days, absent more than 20 days).  
 
 
Rewards_cat Absent Absent Absent Row 
Below 10 days Between 10 - 20 days Above 20 days Totals 
Very low 7 4 4 15 
column % 7.45% 5.88% 13.33% 
Low 31 29 12 72 
column % 32.98% 42.65% 40.00% 
Average 39 24 7 70 
column % 41.49% 35.29% 23.33% 
High 17 10 6 33 
column % 18.09% 14.71% 20.00% 
Very high 0 1 1 2 
column % 0.00% 1.47% 3.33% 
Totals 94 68 30 192 
Chi-square 7.69 df=8 p=0.46468 
(Relationship not statistically significant (p > 0.05)) 
Two-way summary table: Observed frequencies 
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Breakdown table of descriptive statistics 
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Below 10 days 3.98 94 0.64 3.11 94 1.02 3.48 94 0.74 2.75 94 0.67 
Between 10 - 20 
days 3.99 68 0.73 3.20 68 0.97 3.50 68 0.64 2.75 68 0.67 
Above 20 days 4.00 30 0.71 3.33 30 1.06 3.55 30 0.73 2.75 30 0.84 
All Grps 3.99 192 0.68 3.17 192 1.01 3.50 192 0.70 2.75 192 0.69 
Table 4-18: ANOVA results according to the relationships between the dependent 
and independent variables 
In Table 4.18 statistically significant differences are reflected in the relationship of the 
independent variables, motivation, supervisory support, job satisfaction and rewards 
and the dependent variable, attendance, in the three different levels. This table 
clearly shows the same results as per the chi-squared tests with no significant 
difference in the relationship between the three absence levels and the independent 
variables. The mean scores for motivation differ by about 0.02 which indicates no 
real significant difference in the relationship between attendance levels and 
motivation. For leadership the difference in the mean scores is about 0.22, for job 
satisfaction it is 0.07 and the mean scores for rewards are the same. All this 
indicates that statistically there are no significant differences in the relationships 
between the dependent variable and the independent variables. 
4.5 CONCLUSION 
The information investigation presented in this chapter provides a foundation for the 
development of the conclusions and recommendations which follow in Chapter Four. 
The statistical information of the study was investigated and interpreted and then 
presented and discussed. The quantitative study findings were summarised and 
reflected upon. In the following chapter the final conclusions and the 
recommendations based on these findings are presented and deliberated. 
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CHAPTER FIVE 
5 FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.1 INTRODUCTION 
The objective of this chapter is to provide a brief report of this study with precise 
reference to the degree to which the main problem and its related sub-problems 
have been addressed. The limitations of the research are deliberated on as well as 
the recommendations and final concluding comments. 
5.2 SUMMARY OF THE STUDY AND FINDINGS 
The aim of the study is to improve attendance at a particular Eastern Cape motor 
manufacturing company by investigating the influence of factors such as motivation, 
leadership (supportive), job satisfaction and rewards. The problem was addressed 
through the sub-problems highlighted. The findings relating to all the independent 
variables and the dependent variable, attendance, are discussed using the three 
levels of absence as per section A, number eight of the questionnaire (below 10 
days, between 10 and 20 days and above 20 days). . 
5.2.1 Attendance 
The aim of this sub-problem was addressed through literature studies defining what 
attendance is and the different types of definitions for non-attendance. Attendance 
was also supported through a questionnaire which tried to determine the main 
reasons for non-attendance among employees and the attendance levels for the last 
three years referring to the three absence levels.  
The information gathered from the study showed that 49 per cent of the respondents 
were absent for below 10 days, 35 per cent between 10 to 20 days and 16 per cent 
for more than 20 days. Section B of the questionnaire showed that the majority of 
respondents indicated that the absence was due to illness or injury (93%) and the 
next level was that absence was due to family responsibility (73%). There were 43 
per cent of the respondents that believed that sick leave is an entitlement to their 
service conditions. 
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5.2.2 Motivation 
This sub-problem was addressed by a literature study indicating the relationship 
between and impact of motivation on employee attendance. Motivation and its 
impact on attendance were also supported by an empirical study and through a 
questionnaire which investigated the impact of leadership style on employee 
attendance. 
In Chapter Two the literature study indicated that there is a relationship between 
motivation and non-attendance and it illustrated that motivation has an impact on 
workers’ ability or decision to attend work when scheduled. The literature indicated 
that motivation has the tendency to negatively influence employee attendance. 
Deery et al. (1995) state that workers with lower levels of job motivation and those 
that indicated that their desires were not satisfied, are more probable to reveal higher 
tendencies to be absent. The literature in Chapter Two also highlighted that when a 
person is motivated, he or she has a positive attitude and is easier to motivate.  
The findings with regard to this study show through statistical results that the mean 
scores for the Anova table (Table 4.17) indicate no significant statistical difference 
for all three absence levels. The chi-square table (Table 4.13) also shows no 
significant difference in the relationship of the three levels of absence and motivation 
at 3.05% level. This indicates that there are no significant differences in motivation 
for the workers in the three different absence levels. This is in contrast to this study 
in which motivation does not significantly influence employee attendance and the null 
hypothesis (H01: There is no significance between motivation and attendance) is 
therefore accepted. 
5.2.3 Leadership (supportive) 
A literature study indicating the relationship between and impact of leadership style 
on employee attendance addressed this sub-problem. It was also supported by an 
empirical study and through a questionnaire referring to a larger extent to the 
supportive supervisor role of the leader than the style of leadership. 
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In the literature review in Chapter Two leadership is defined as the role that the 
leader plays in guiding those directly reporting to him or her in a way to minimise 
absence from work or to achieve the objective of improving attendance. The writings 
on leadership and its relationship with attendance indicate that leadership style does 
have an impact on employee attendance and highlight the impact of the different 
leadership styles. 
According to Skakon et al. (2010) the first is transformational leadership style which 
was found to be associated with worker stress to a small extent and also positively 
related to affecting workers’ health. The second style, namely transactional 
leadership, had diverse results but the subcomponent of this leadership, 
management-by-exception, showed a poor association to health. The third style, 
laissez-faire leadership, also had diverse outcomes, but there are indications that 
laissez-faire leadership relates poorly to workers’ stress and emotional health. 
The leadership style for this study was supportive and according to Schmidt et al. 
(2009) a supportive leadership style may affect health through several instruments. It 
is possible, for example, that supportive, empathic leaders may be useful to 
employees' health through their capability to respond to and decrease stressful 
circumstances in the workplace. There is increasing evidence in recent findings on 
the positive relationship of supportive leadership (consideration) to the health or 
welfare of the workers and their job satisfaction. 
The findings throughout this study however show no significant differences in the 
three different absence levels with regard to leadership style. Again, when looking at 
the mean scores from the Anova table (Table 4.17), these show no significant 
statistical difference. The chi-square table (Table 4.14) also shows no significant 
difference in the relationship of the three levels of absence and leadership 
(supportive) at a 7.84% level. This means that through the three different absence 
levels there is no difference in the views of the operators’ responses with regard to 
leadership style, and in this case, supportive style. Here again the null hypothesis 
(H01: There is no significance between leadership style (supportive) and attendance) 
is therefore accepted. 
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5.2.4 Job satisfaction 
This sub-problem was addressed by a literature study indicating the relationship and 
impact of job satisfaction on employee attendance. Job satisfaction and its impact on 
attendance were also supported by an empirical study and through a questionnaire 
reflecting employee satisfaction with regard to aspects of his or her job. 
For the purpose of this study job satisfaction is described in Chapter Two as the 
degree to which the worker’s attitude and satisfaction towards his job and the 
different aspects thereof influence his work attendance. The general tendency in the 
literature in this study indicated that if a worker is not satisfied at his or her work, he 
or she would be inclined to not attend work.  
This is supported by studies by Ybema, Smulders and Bongers (2010) indicating 
through findings that dissatisfaction among individuals towards their work would 
more likely lead to these workers being absent. However, according to Drakopoulos 
and Grimani (2011) previous studies could not find any relationship between the 
variables absenteeism and job satisfaction and if there was indeed, it was not a 
strong relationship.  
In this study there is a correlation or association with the initial statement from 
Drakopoulos and Grimani (2011) stating no relationship or not a strong relationship 
between job satisfaction and attendance. Again the mean scores for the Anova table 
(Table 4.17) show no significant statistical differences. The chi-square table (Table 
4.15) also indicates no significant difference in the relationship of the three levels of 
absence and job satisfaction at 6.91% level. This means that for the three different 
levels of absence there are no significant difference with regard to job satisfaction. 
This highlights the fact that the results show no significant relationship between job 
satisfaction and attendance in this study. The null hypothesis (H01: There is no 
significance between job satisfaction and attendance) is therefore accepted. 
5.2.5 Rewards 
A literature study indicating the relationship between and impact of rewards on 
employee attendance addressed this sub-problem. Rewards versus attendance were 
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also supported by an empirical study and through a questionnaire demonstrating its 
impact on attendance.  
In Chapter Two the literature showed that rewards have a negative impact on the 
non-attendance of workers, referring to rather the unfairness in compensation then 
the rewards itself among blue collar workers. Torre, Pelagatti and Solari (2014) state 
that rather the fairness of the compensation than the compensation itself, influences 
worker attendance. Another study by Torre, Pelagatti and Solari (2014) and Pfeifer 
(2010) indicates a negative association between remuneration and non-attendance 
using the equity of the remuneration as base.   
This study again shows no actual significance difference statistically. On the 
contrary, the mean scores for the Anova table (Table 4.17), relating to the 
association of the variables indicate exactly the same mean scores. The chi-square 
table (table 4.16) also indicates no significant difference in the relationship of the 
three levels of absence and rewards at a level of 7.69%. This therefore points to the 
fact that this study shows no significant relation between rewards and attendance. 
Through all three levels of absence these operators’ responses show no difference 
with regard to rewards. The null hypothesis (H01: There is no significance between 
rewards and attendance) is therefore accepted. 
5.3  OBJECTIVES 
The literature review and the study that underpins the objectives in Chapter One 
permitted the researcher to answer the sub-problems as per Chapter Five (Section 
5.2). The planned research process was conducted carefully to achieve the best 
results and the researcher is pleased with the outcome of the study. 
5.4 LIMITATIONS  
The collecting of the data through the questionnaire was done manually, which made 
the process very difficult to complete. This also had to be carefully planned to not 
interfere with the daily production. In most of the areas the employees had to 
sacrifice their breaks to complete the questionnaire. The limitations in this study are 
that although a reasonably large sample was used, it was only done on the shop 
87 | P a g e  
 
floor of one manufacturing plant and the results may therefore not be generalised 
through the whole of the automotive industry. The study, however, highlights the 
relationship between these variables and the general need to improve attendance as 
an important aspect of the manufacturing business. 
5.5 RECOMMENDATIONS 
In the light of increased global competition, improving attendance has become more 
and more important for manufacturing organisations. This will not only encourage 
organisational existence, but it will also place this organisation onto a route of 
sustainable growth through effective functioning and being productive. There are not 
many recommendations emanating from this study in the current situation under 
investigation since few difficulties can be improved upon. These are the 
recommendations as per the study: 
 To share the results of this study with all supervision in the different areas to see 
the perception of employees working there. This will help supervision with 
absence issues in future. 
 To share the information and results with the unions and workers to be able to 
further get a general view to assist with improving attendance. 
 To share these results with management and the human resources department 
to see how they can approve on what the study has shown to be already working 
and to prevent them from working on elements which will not bring about positive 
improvements to attendance. 
The literature do however show that there are some of factors that can influence 
employees’ tendency to be absent and therefore management and supervision are 
required to keep a close eye on these developments to stop deterioration in 
attendance. The literature views can also be used to investigate certain trends or 
familiar patterns in certain examples of attendance. 
5.6 FUTURE RESEARCH 
This research could be expanded to other segments and other organisations within 
the automotive industry. The resemblances and variances of the outcomes can act 
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as an evaluation to judge if the same or different facets affect attendance. Certain 
references for future research relating to non-attendance are listed below: 
 More in-depth studies can also be done on the tendencies of being absent, 
looking at the different cultures and age groups, comparing the young versus the 
old.  
 A qualitative research study can be done through the different levels of absence 
using an interview method to determine the difference in attendance as seen in 
this study.  
 Furthermore a study could be conducted on the perception of supervisors or 
management with regard to those employees that are usually absent. The effect 
of leadership’s behaviour towards these employees can be investigated and 
whether help is given to these employees to resolve their problems.  
5.7 CONCLUSIONS 
Organisations and their management will constantly search for acceptable 
attendance levels as this has become imperative to the future existence of 
companies. This is the reality of business today as globalisation is forcing all markets 
to be more and more competitive. Attendance has been seen to affect these 
competitive aspects of the organisation since quality and cost are vital to having that 
competitive edge. 
The aim of this study to attempt to improve attendance at an automotive 
manufacturing company by investigating the influences of the elements namely 
motivation, leadership (supportive), job satisfaction and rewards, has been achieved. 
This is in spite of the fact that questions in this regard were not answered in a 
manner which provided reasons for absence which one could physically use to 
implement solutions and improve attendance.  
In conclusion, the study has indeed shown that these employees have no different 
view on these variables, yet the absence in days differ among them and further 
investigations and studies are required to resolve or even just improve the 
attendance among employees within this motor manufacturing company.  
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APPENDIX A – LETTER FOR QUESTIONNAIRE 
 
Dear Respondent  
 
I am studying towards my MBA (Masters in Business Administration) degree at the Nelson 
Mandela Metropolitan University Business School.  I am conducting research on how to 
improve attendance at a motor manufacturing company in the Eastern Cape.  I believe that 
my study will make an important contribution to the improvement of work attendance in the 
motor industry in South Africa. 
You are part of our selected sample of respondents whose views we seek on the above-
mentioned matter.  We would therefore appreciate it if you could answer a few questions. It 
should not take more than 15 minutes of your time and we want to thank you in advance for 
your co-operation. 
There are no correct or incorrect answers. Please answer the questions as accurately as 
possible. For each statement, tick the number which best describes your experience or 
perception.  For example, if you strongly agree with the statement, tick the number 5. If you 
strongly disagree with the statement, tick the number 1.  Tick only one answer for each 
statement and answer all questions please.   
Please note also that your participation in this study is entirely voluntary and that you have 
the right to withdraw from the study at any stage. 
Thank you very much.  
 
Contact details:   
To verify the authenticity of the study, please contact Dr Michelle Mey at 041 504 2363 and 
Michelle.Mey@nmmu.ac.za. 
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APPENDIX B - QUESTIONNAIRE 
 
ALL RESPONSES ARE STRICTLY CONFIDENTIAL 
PLEASE DO NOT WRITE ANY PERSONAL/IDENTIFYING INFORMATION ON THIS 
QUESTIONNAIRE 
 
SECTION A – BIOGRAPHICAL INFORMATION 
 
 
1. Race () 
 
African 
 
 
Coloured 
 
 
Indian 
 
White 
 
Asian 
 
 
2. 
 
Age () 
Under 21 
21 – 
30yrs 
31 – 
40yrs 
41 – 
50yrs 
51 – 
60yrs 
Over 60 
 
 
3. 
 
Shop () 
 
 
Press shop 
 
Body shop 
 
Paint shop 
 
 
Engine Plant Assembly 
4. Service length () 
 
1-5yrs 
 
6-10yrs 
 
Above 10 
years 
 
 
 
 
5. 
 
Marital Status? () 
 
Married 
 
Divorced 
 
 
Single 
 
6. 
 
Gender () 
 
Male 
 
Female 
 
 
 
7. 
 
 
Monthly Income  
() 
 
Below R6 000 
 
R 6 000 – R 10 000 
 
 
Above 10 000 
 
8.  
 
Absent last 3 yrs. 
() 
 
Below 10 days 
 
Between 10-20 days 
 
 
Above 20 days 
 
SECTION B – ATTENDANCE 
 
 
Please indicate to what extent you agree with each of the 
statements below by TICKING the appropriate number.   
 S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
a
g
re
e
 
1. When I am absent from work it is due to illness or an 
injury. 
 
1 2 3 4 5 
2. When I am absent from work it is due to family 
responsibilities 
 
1 2 3 4 5 
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3. When I am absent from work it is due to financial 
problems 
 
1 2 3 4 5 
4. I experience travel problems to report to work 
 
1 2 3 4 5 
5. When I am absent from work it is due to problems in my 
marriage 
 
1 2 3 4 5 
6. I accept my sick leave as an entitlement to my service 
conditions 
 
1 2 3 4 5 
 
SECTION C – MOTIVATION 
 
 
Each of the statements below is something that a person 
might say about his or her job.  You are to indicate your own 
personal feelings about your job by marking how much you 
agree with each of the statements. 
 S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
a
g
re
e
 
1. My opinion of myself goes up when I do this job well 1 2 3 4 5 
2. 
I feel a great sense of personal satisfaction when I do 
this job well 
1 2 3 4 5 
3. I feel bad and unhappy when I discover that I have 
performed poorly on this job 
1 2 3 4 5 
4. My own feelings generally are affected much one way or 
the other by how well I do on this job. 
1 2 3 4 5 
 
SECTION D – SUPERVISORY SUPPORT 
 
 
Please indicate to what extent you agree with each of the 
statements below by TICKING the appropriate number.   
 S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
a
g
re
e
 
1. My supervisor takes the time to learn about my career 
goals and aspirations 
 
1 2 3 4 5 
2. My supervisor cares about whether or not I achieve my 
goals 
 
1 2 3 4 5 
3. My supervisor keeps me informed about different career 
opportunities for me in in the organisation 
1 2 3 4 5 
4. My supervisor makes sure I get the credit when I 
accomplish something substantial on the job 
1 2 3 4 5 
5. My supervisor gives me helpful feedback about my 
performance 
 
1 2 3 4 5 
6. My supervisor gives me helpful advice about improving 
my performance when I need it 
1 2 3 4 5 
105 | P a g e  
 
7. My supervisor supports my attempts to acquire additional 
training or education to further my career 
1 2 3 4 5 
8. My supervisor provides assignments that give me the 
opportunity to develop and strengthen new skills 
1 2 3 4 5 
9. My supervisor assigns me special projects that increase 
my visibility in the organisation 
1 2 3 4 5 
 
SECTION E – JOB SATISFACTION (MINNESOTA SATISFACTION SURVEY) 
 
 
 
 
 
On the following pages, you will find statements about your 
present job.  Read each statement carefully; decide how 
satisfied you are about the aspect of your current job 
described by the statement.  Then tick the box that 
corresponds to your level of satisfaction with that aspect of 
your job. 
 V
e
ry
 d
is
s
a
ti
s
fi
e
d
 w
it
h
 t
h
is
 
a
s
p
e
c
t 
o
f 
m
y
 j
o
b
 
D
is
s
a
ti
s
fi
e
d
 w
it
h
 t
h
is
 
a
s
p
e
c
t 
o
f 
m
y
 j
o
b
 
C
a
n
’t
 d
e
c
id
e
 i
f 
I 
a
m
 
s
a
ti
s
fi
e
d
 o
r 
n
o
t 
w
it
h
 t
h
is
 
a
s
p
e
c
t 
o
f 
m
y
 j
o
b
 
S
a
ti
s
fi
e
d
 w
it
h
 t
h
is
 a
s
p
e
c
t 
o
f 
m
y
 j
o
b
 
V
e
ry
 s
a
ti
s
fi
e
d
 w
it
h
 t
h
is
 
a
s
p
e
c
t 
o
f 
m
y
 j
o
b
 
1. The chance to work alone on the job 1 2 3 4 5 
2. The chance to do different things from time to time 1 2 3 4 5 
3. The chance to be “somebody” in the community 1 2 3 4 5 
4. The way my boss handles his employees 1 2 3 4 5 
5. The competence of my supervisor in making decisions 1 2 3 4 5 
6. 
Being able to do things that don’t go against my 
conscience 
1 2 3 4 5 
7. They way my job provides for steady employment 1 2 3 4 5 
8. The chance to do things for other people 1 2 3 4 5 
9. The chance to tell people what to do 1 2 3 4 5 
10. 
The chance to do something that makes use of my 
abilities 
1 2 3 4 5 
11. The way the company policies are put into practice 1 2 3 4 5 
12. They pay and the amount of work that I do 1 2 3 4 5 
13. The chance for advancement on this job 1 2 3 4 5 
14. The freedom to use my own judgment 1 2 3 4 5 
15. The chance to try my own methods of doing the job 1 2 3 4 5 
16. The working conditions 1 2 3 4 5 
17. The way my co-workers get along with each other 1 2 3 4 5 
18. The praise I get for doing a good job 1 2 3 4 5 
19. The feeling of accomplishment I get from the job 1 2 3 4 5 
106 | P a g e  
 
20. Being able to keep busy all the time 1 2 3 4 5 
 
SECTION F – REWARDS 
 
 
Please indicate to what extent you agree with each of the 
statements below by TICKING the appropriate number.   
S
tr
o
n
g
ly
 
d
is
a
g
re
e
 
D
is
a
g
re
e
 
N
e
u
tr
a
l 
A
g
re
e
 
S
tr
o
n
g
ly
 
a
g
re
e
 
1. My income is adequate for normal expenses.  
 
1 2 3 4 5 
2. I am inadequately paid as per the job I perform.  
 
1 2 3 4 5 
3. I believe I am underpaid for the tasks I perform.  
 
1 2 3 4 5 
4. I believe I am unfairly paid in relation to my co-workers.  
 
1 2 3 4 5 
5. The annual increase is sufficient. 
 
1 2 3 4 5 
6. The current performance bonus scheme is effective. 
 
1 2 3 4 5 
7. When I do a good job, I receive the recognition for it that I 
should receive. 
 
1 2 3 4 5 
8. I feel that I am fairly paid for what I contribute to my 
organisation. 
 
1 2 3 4 5 
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APPENDIX C – ETHICAL CLEARANCE APPROVAL 
 
108 | P a g e  
 
 
